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Purpose of the Study
It is a truism that many school systems for too long
have recruited, selected and provided staff development
for their educational leaders in a haphazard manner.
The purpose of this study was to design a model
program for the initial selection and staff development
of administrators in an urban school system. The model
was based on four research questions; (1) What are the
essential characteristics, traits, skills and tools that
prospective educational administrators need, as perceived
by current administrators in the Atlanta Public School
System if they are to be effective educational administra¬
tors in a large urban school system? (2) What do the current
field administrators perceive as necessary components of
an effective selection process? (3) What kind of initial
staff development is perceived necessary to insure initial
and some continued effectiveness on the part of educational
administrators? and (4) How will a viable model look based
on the information obtained from administrators in an urban
school system?
Methodology
The Delphi Technique was used for gathering data
for this research project. The technique, as used in this
study, consisted of three different sequential question¬
naires sent to the same respondents.
Summary of Findings
The findings resulting from the analysis of data
revealed that administrators saw a need for the establish¬
ment of an administrative training program in large urban
school systems. Such a program should be designed for the
initial training of administrators (assistant principals,
principals, area superintendents, assistant superintendents)
prior to their appointments to an administrative position.
Conclusions
Based on the findings, it appears that: (1) school
systems should establish their own programs for training
educational administrators; (2) administrators have definite
ideas as to what should be included in such a training
program; and (3) practicing administrators feel that cri¬
teria should be established in order for aspirants to be
selected to participate in such a training program.
Recommendations
Based on the findings of this study, a model for
an administrative training program was designed.
The model recommends that responsibility for the
coordination of the program rest with the Director of Staff
Development. It further recommends that an Administrative
Training Committee be established to plan specific activities
of the program.
The Administrative Training Program is comprised
of the following four phases:
Phase I Seminar
This phase should provide an introduction to
administration in an urban school system. Aspirants
are introduced to management, leadership and inter¬
personal skills essential to effective administra¬
tion. This phase runs for one academic year with
a minimum of one day every two months of seminar
sessions.
Phase II Curriculum Project
Emphasis would be placed on curriculum and pro¬
grammatic development. Guidance would be provided
by Cabinet level administrators. Each trainee would
spend a minimum of five (5) full consecutive days
with each Cabinet level administrator. This phase
of the training takes place during the summer.
Phase III Practicum
This phase would provide an opportunity for
trainee to translate theory into practice. These
activities would take place primarily at the indi¬
vidual school level. This phase of the program runs
for one year.
Phase IV Internships
This phase would provide the trainee with inten¬
sive, on-the-job training. Each intern, serving
as principal of a small school, would receive close
and careful guidance from a supervisory team. This
phase of the training program would last for one
(1) academic year.
If school administrators are to survive as viable
and effective leaders in education, it is imperative that
school systems continue to search for ways on how best to
select and continue to prepare them for the tasks and chal¬
lenges that they will encounter. An appropriate means of
accomplishing these ends is an administrative training
program.
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PREFACE
It is a truism that many school systems for too long
have recruited, selected and provided staff development
for their educational leaders in a haphazard manner. Few
have planned or organized programs to select innovative,
creative, cogent, skilled administrators. The failure to
do so may be due in part to traditional restrictions for
entry into administration: persons eligible to enter ad¬
ministration are, generally, over thirty; entry is often
predicated on the perception of the "power broker" regarding
the effectiveness of the aspirant. A second explanation
is that administrators are often dissatisfied with the
content or components of the staff development program.
Only a handful of administrators have had real input into
the composition of such programs, hence, the training re¬
ceived has been very limited and of little use.
Clearly, if school systems are to increase the ef¬
fectiveness of their administrators and at the same time
broaden the pool to be more representative of the larger
population (i.e., youth, women. Blacks, and other minori¬
ties) , they need to give more attention to the skills and
competency of their administrators and to the criteria for
vi
the initial selection of administrators. The era of paper
credentialing is dead.
Administrators of the future must be more carefully
selected and more adequately prepared than is generally
the case now. This training must go beyond formal education
at universities. School systems must design and/or utilize
functional field experience training programs which are
based on the realistic needs of administrators in the field
in their particular school system. School systems must
identify, recruit and select administrators who are compe¬
tent and confident; who inspire confidence in others; who
show a real commitment to growth and improvement; who have
demonstrated creative ways in diagnosing and seeking solu¬
tions to educational and societal problems; and who can
successfully function in a particular school system.
If school administrators are to survive as viable
and effective leaders in education, it is imperative that
school systems continue to search for ways on how best to
select and continue to train and prepare them for the tasks
and challenges that they will encounter.
The school administrators of the future must be prop¬
erly identified, carefully recruited, astutely selected,
and adequately trained in field service initially if they
are to successfully meet the challenge of providing a quality
and meaningful education for all of the students coming
to their system from our pluralistic and ever-changing
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society. Moreover, these administrators must periodically
be retrained and given opportunities to extend their train¬
ing if they are to meet the challenge continuously. The
researcher, in this paper, addresses the former problem,
leaving the latter for a subsequent study.
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Many events since 1900 have brought the United States
to its present position. The country has experienced two
world wars, the roaring '20's, a national depression, a
landmark case on school desegregation, an era of Sputniks
and space flights, a period of civil rights legislation,
and an era of presidential assasinations and Watergate.
These events have impacted on public education.
Large city school systems throughout the nation today
are coping with major demographic changes caused by the
steady movement of the poor, largely minority, into the
central cities. The resulting racial and economic imbalance
has had a major impact on the delivery of social services,
particularly severe on public education.
In the urban core, the most difficult issues will
continue to emerge in the ghettos of our large cities.
What do we say to Blacks and other minorities who complain,
with understandable bitterness, that they are locked by
race, language, and/or poverty into residential patterns
they cannot easily break; that middle-class teachers with
middle-class backgrounds using middle-class materials do
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not know how to teach poor kids; that teacher attitudes
contribute to the psychological insecurity of the child;
that the whole system is set up for the benefit of college-
bound, middle-class Whites and is bureaucratized beyond
the point where concerned parents can have any leverage?
What do we say when the demands for decentralization and
community involvement spread from New York to America's
urban hinterlands? And what if Mr. Shanker's union or
militant NEA counterparts, with their own legitimate con¬
cerns, spread at the same rate of speed? The forces let
loose can easily consume any of us who happen to fall into
the path of the vortex. Racial strife, teacher militancy,
student rebellion, parental apathy and alienation—each
brings city schools into first the newspaper, then the jour¬
nals, then the books on urban education and politics.
The social changes of the 1950's and 1960's saw a
shift in the types of questions people were asking about
public education. Historically, citizens had measured the
success of the educational system in quantitative terms—
the number of students who went to college and the number
of new classrooms constructed. But the vast social changes
of those two decades led to a growing dissatisfaction with
the quality, equality and fairness of the educational pro¬
cess.
No organization, including our vast system of public
education, can long remain purposeful if in times of rapid
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change it is unwilling to, or incapable of, renewing
itself.
Urban education in the late 1970's and 1980's will
require more than constitutional directives. The task that
confronts urban education is to forge a new and far-reaching
strategy—a strategy of excellence, equal educational oppor¬
tunity, adequate financing of our schools, viable school
governance, legal issues involving discipline, and the
rights of students, parents and professional educators
through the setting of responsive educational policy and
practices.
The capacity of public education to adapt to and
meet unexpected challenges requires institutional vitality,
flexibility, vision, sensitivity and creativity. It may
involve taking risks and occasionally making mistakes.
It requires that the goals and objectives of education in
the urban setting be constantly assessed and clarified to
serve society's innermost convictions concerning the indi¬
vidual's worth and the importance of individual self-
fulfillment. Such goals can be accomplished by the effec¬
tive delivery of services to the child in the classroom.
One of the major items on the agenda for an urban
school system would seem to suggest periodic review and
revision of its leadership training activities which may
strengthen local capability to deal with the educational
challenges facing youth in general and minority youth in
particular during this and the next decade.
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These are some of the changes responsible for the
concomitant need for highly talented, well-prepared
administrators for urban school systems. The educational
administrator of the 1970's and 1980's, more than at any
other time in history, must be better prepared to develop
and orchestrate systems and people to deliver services to
children.
In trying to resolve the problems in education,
educational administrators have often been the focus for
the blame. March,^ in an article related to analytical
skills, says the development of truly educative schools
for our cities demands new and vibrant styles of leadership.
Educational administrators have not demonstrated the ability
to cope effectively with new emerging problems.
Before administrators can be effective, however,
they must have adequate preparation for their positions.
Administration today involves both the application of
knowledge, as well as the employment of skills. But the
knowledge base, the technology change, and the administra¬
tors can all become obsolescent. A key to the retardation
^James G. March, "Analytical Skills and the University
Training of Educational Administrators," (Stanford, Califor¬
nia: Stanford University, 1973), p. 4.
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of obsolescence is the degree to which preparatory programs
forecast and project developments with the field and society
so that they become oriented both to the present and future
rather than remain static and traditional in their approach.
Few institutions today are engaged in forecasting the future
needs of the field and adjusting their programs accordingly,^
In an attempt to facilitate efforts to overcome the
problem identified in the above statement, this study was
directed toward the development of a model program designed
to improve the initial selection and staff development of
educational administrators in an urban school system. The
researcher strongly feels that such a model program might
be used to reduce the confusion and chaos of desegregation
efforts (and other problems) and increase the improvement
of learning for minority children and the level of expecta¬
tions of teachers, especially those who teach children from
minority and low-income groups.
To make more graphic what is meant by an urban school
system, such a system is described on the following pages.
Description of the Atlanta Public School System
2
Atlanta is a "new" city. The burning of Atlanta
by Sherman meant that the city had to rebuild.
Keith Goldhammer, et. al., Issues and Problems in
Contemporary Educational Administration ^Eugene: Center
tor the Advanced Study of Educational Administration,
University of Oregon, 1967), p. 156.
2
Barbara L. Jackson, "Desegregation: Atlanta Style,"
prepared for publication in Theory Into Practice, School
of Education, Ohio State University, Columbus, 6hio, October
1977.
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In 1975, the population of the central city was
477,100 with Blacks constituting 55.7 percent of that total
The population of Metropolitan Atlanta is slightly more
than one million. Since 1960, the population of central
city has declined by about 10,000 while the area outside
of Atlanta has shown steady growth. The percentage of
Blacks living in the central city has increased from 38.3
percent in 1960 to the present 55.7 percent.
From 1869 until 1961, Atlanta operated a dual school
system. The school population that had been 45 percent
Black in 1960 is now 88.8 percent Black. The enrollment
of students in the Atlanta Public Schools at the start of
the 1977 78 academic year was 78,514, about 2,000 short
of the projected figure, continuing a trend that started
in 1970. The proportion of Black professional staff has
continued to increase to the present 78 percent.
Unlike so many large city school systems, Atlanta
is not on the brink of financial disaster or in fear of
closing schools for lack of money; however, it does face
many of the difficulties prevalent in all city systems;
declining enrollments that have forced a reduction in teach
ing and administrative staff and the ultimate closing of
some schools, the level of achievement and discipline.
The Atlanta experience with school desegregation
parallels that of most Southern communities in that there
were many years of resistance and delay requiring constant
pressure through the courts. Once the decision to comply
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was made, however, there was a rallying of the political
and economic community aided by citizens' groups and sup¬
ported by the media to achieve the first steps without
turmoil.
In the fall of 1961, nine twelfth grade Black stu¬
dents enrolled in four different high schools that had a
combined enrollment of 5,934 Whites. The rest of the system
remained the same. The Freedom of Choice Plan was insti¬
tuted: one grade each year from the high school to kinder¬
garten with Black children voluntarily going to White schools.
The 1970 Plan abolished the Freedom of Choice Plan
and instituted a "majority to minority" transfer policy
which allowed students to move from a school where their
race was in the majority to one where they would be in the
minority; new zoning was proposed to bring about a larger
number of integrated schools.
In 1973, the Settlement Plan was instituted. The
Plan had four main sections: plan for desegregation of
administration; plan for staff desegregation; majority to
minority transfer plan; and student assignment plan.
The Voluntary Transfer Program is still in operation;
however, there are fewer and fewer schools that Black chil¬
dren can attend where they would be in the minority.
There is a noticeable trend, however, found increas¬
ingly in cities across the nation that might have an effect
on the racial composition of the schools in the future.
Young White families are moving back into the central city.
8
Most of these families want to send their children to the
public schools.
Statement of the Problem
It has often been said that superintendents, boards
of education, and those persons specifically charged with
the responsibility of employing administrators do so in
a haphazard manner. School systems need administrators
who are well-trained and well-prepared. They need effective
administrators; administrators who are responsive to the
needs of the people they serve and sensitive to the critical
issues enshrouding urban education.
Providing leadership for strategic components with
an educational system is too important to be left in the
hands of persons whose professional and personal qualifi¬
cations are currently inadequate for dealing with the chal¬
lenge at hand. Those who lead the schools must be able
to handle responsibility. They must understand the eco¬
nomics and politics of education; that it (education) does
not exist in a vacuum; that the organization is no stronger
than its leadership. To be selected, candidates for ad¬
ministrative positions (in an urban school system) need
better credentials than undistinguished seniority, a polit¬
ical friend, a neighborhood service award, and/or a degree
earned from an institution whose program of training ad¬
ministrators for the public sector was not geared toward
a pluralistic society, especially the issues concerning
Blacks, other minorities and the economically disadvantaged.
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If school administrators are to survive as viable
and effective leaders, it seems imperative that urban school
systems search for ways to select, train and prepare them
for the tasks and challenges they will encounter.
This study was designed to survey, by questionnaires,
school administrators of a selected urban school system
with regards to an initial training program for future
school administrators and subsequently to design a model
program for the initial selection and staff development
of administrators in an urban school system. Specifically,
the model is one which is appropriate for the Atlanta Public
School System. The model was based on the following research
questions:
1. What are the essential characteristics, traits,
skills and tools that prospective educational
administrators need, as perceived by current
administrators in a selected urban school system,
the Atlanta Public School System, if they are
to be effective educational administrators in
a large urban school system?
2. What do the current field administrators perceive
as necessary components of an effective selection
process?
3. What kind of initial staff development is per¬
ceived necessary to insure initial and continued
effectiveness on the part of educational admin¬
istrators?
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4. How will a viable model look based on research
data obtained from administrators in a large
urban school system?
Assumptions
The assumptions that have been made in this study
are as follows;
1. There is a significant need for training admin¬
istrators beyond the college and university
levels, prior to their being given full responsi¬
bility of their appointment.
2. The process presently being used for recruiting,
hiring and assigning administrators in most urban
school systems is unsystematic and is in need
of improvement.
3. School systems would benefit from a systematic
way of selecting and hiring so that the best
person might be selected and assigned.
4. In order to provide a quality educational program
for all students being served in the system—the
majority and minority alike—administrators need
to be well-trained and well-prepared.
Limitations
The model was designed primarily as a result of
information gathered and analyzed from existing adminis¬
trators in a selected urban school system, the Atlanta
Public School System. This is a limitation because input
was solicited from individuals who are already practicing.
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and they may not have had the kind of organized training
which is being proposed for those who will follow in the
future.
Scope of the Study
The purpose of this study was to design a model
program for the initial selection and staff development
of administrators in an urban school system. The model
was based on information obtained from administrators in
a selected urban school system, the Atlanta Public School
System; however, the model was designed in such a way that
it can be used in any large urban school system.
Significance of the Study
Critical issues facing urban education continue to
evoke dissent and anger and to cause strenuous protest.
It would be easy to eliminate from consideration the so-
called controversial issues: student rights, school de¬
segregation, professional negotiations, school district
reorganization and school finance. But these, along with
others, are the very issues that crowd the public agenda,
issues begging for solutions as quickly as is practicable
in addressing the problems of youth, especially minority
youth.
School systems must have administrators who possess
a diversity of skills; administrators who are well-trained
and administrators who are well-prepared for the specific
tasks and responsibilities to which they are assigned.
They must be cognizant that difficult problems seldom yield
12
to easy answers. But problems, painful and emotionally
charged as they may be, must be dealt with boldly and not
permitted to paralyze an essential forward movement toward
excellence in the urban setting.
This study is significant because the model designed
offers an approach to an acknowledged and identifiable major
problem in a large urban school system. Further signifi¬
cance lies in the fact that the model was based on needs
as assessed by practitioners in an urban school system.
Finally, the study is significant because the model may
be of use to other urban school systems which face similar
problems as the selected urban system—the Atlanta Public
School System.
Definition of Terms
In order to understand the problem, it is essential
to define the terms as they apply to this study.
Administrators; Individuals who have significant
supervisory responsibility; managers who carry
such titles as assistant superintendent, area
superintendent, assistant area superintendent,
principal, and assistant principal.
Initial Selection; The act of carefully recruiting
and choosing potential candidates prior to their
assuming an administrative post.
Urban School System; A school system which is charac¬
terized by a multiplicity of complexities rela¬
tive to size, human composition, organization.
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fiscal support, and all other aspects of its
operation. It serves a large and diverse popu¬
lation that is multilinguistic and multicultural.
It is further characterized by an awesome burden
of fiscal needs and demands that are compounded
by inflation, public resistance to increased
taxes, interagency competition for funds, and
responding to legalistic edicts of the federal
government. It is also characterized by a con¬
stant state of flux, part of which is created
by its own positive development.
Decision Rule; Rule used to decide how properly
to classify results of the items on the ques¬
tionnaires in reference to the utility in the
developing of the model.
Model; A verbal description of the organization
and primary components of a program as well as
guidelines for the implementation of such a
program.
Organization of the Study
The primary purpose of this section is to give an
introduction and a brief overview of the remaining chapters
of this study.
Chapter II contains a review of the professional
literature relevant to educational administrators, speci-
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fically, administrative training programs, leadership ef¬
fectiveness skills and selection procedures.
Chapter III discusses the method, the Delphi Technique,
utilized to collect and analyze data.
Chapter IV presents an analysis and interpretation
of the data collected from three questionnaires.
Chapter V contains a summary of the research, conclu¬
sions, implications, and recommendations for further study.
CHAPTER II
REVIEW OF RELATED LITERATURE
One of the most perplexing problems facing school
systems today is improving the quality of educational ad¬
ministrators.
Combs, in The World Educational Crisis, states:
. . .because educational systems have become
so complex they need carefully recruited, well-trained
modern managerial personnel of many sorts . . . since
there is a world-wide shortage of such people, an
educational system suffers from a self-inflicted
wound if it denies a potential source of managerial
talent lying beyond the products of its own inbreed¬
ing process . . . because of the complex tasks now
facing educational systems, they need not only "ad¬
ministrators" in the narrow meaning of the term,
but a diversified management team.^
Dr. Bernard C. Watson expresses a similar concern
when he states:
Ultimately, the most critical challenge facing
school administrators is that of being prepared to
deal with tomorrow's schools . . . but, if education
is to reflect the pluralistic nature of society,
if it is to effectively adjust to the value changes,
if it is to, at the same time fulfill the highest
priority which is to provide quality education to
^Phillip H. Combs, The World Educational Crisis
(New York: Oxford University Press, 1968), p. 123.
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all of its students, it must have administrators
capable not simply of maintaininq the schools, but
of leading them into the future.!
Griffiths writes.
The administrator will be thought of as the
person who directs and controls the social organi¬
zation called a school. He will be highly informed
on the behavior of human beings and, in order that
he exercise the skills and knowledge that he has,
he will have to develop a set of values which will
enable him to function in a democratic society.2
The literature is replete with studies and articles
relative to leadership training programs, inservice pro¬
grams, and leadership behavior. However, very little has
been done with creating a model program based on needs as
determined by practicing administrators. For this reason,
the search of the literature focuses on theories of leader
behavior, leadership skills and contemporary training pro¬
grams.
Theories of Educational Administration
Knowledge of a theory of school administration is
essential to one's understanding and successful fulfillment
of the obligations of school administrators. A prospective
administrator cannot be assumed to be fully equipped to
handle his tasks as an administrator without a "tool" with
which to grasp the situations confronting him on the job.
Bernard C. Watson, "Issues Confronting Educational
Administrators, 1954—1974," in Educational Administration;
The Developing Decades, eds. Luvern L. Cunningham; Walter G.
Hack; and Raphael 0. Nystrand (Berkeley, California:
McCutchan Publishing Corporation, 1977), pp. 67—83.
2
Daniel E. Griffiths, "New Forces in School Admin¬
istration," Overview, January 1960, p. 51.
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He must have in mind an idea of what there is about the
position that makes it different from other positions in
the organization. He must have a basis for examining and
changing behavior.
According to Coladarci and Getzels,
. . . Theory, as a tool, further provides a check
on practice—it offers the administrator a basis
for constant, systematic self-criticism and improve¬
ment.!
Hence, today's theories of administration are at¬
tempts to unify and give continuity to the behavior of the
administrator.
2
Daniel E. Griffiths cites four functions of his
theory for school administration as; theory acts as a guide
to action, a guide to collection of facts, a guide to new
knowledge, and as an explanation of the nature of adminis¬
tration.
Theories on Leader Behavior
Early investigations of leader behavior attempted
to identify commonality among personality traits and charac¬
teristics. However findings of leadership theory studies
are contradictory. Findings of studies by
^Arthur P. Coladarci and Jacob W. Getzels, The Use
of Theory in Educational Administration (Stanford, Cali¬
fornia; School of Education, Stanford University, 1955),
p. 8.
2
Daniel E. Griffiths, Administrative Theory (New
York; Appleton-Century-Crofts, Inc., 1959), pp. 25—26.
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Wellman, Drake and Howell, indicate that the patterns
of leadership traits vary from situation to situation.
The evidence suggests that the personal traits which char¬
acterize identifiable leaders could vary according to
the leadership demands of various settings. The trend of
research using the traits theory has been an attempt to
pinpoint specific personal qualities that leaders have and
followers do not have. Recent studies by McGrath and
4
Altman conclude that effective leadership is highly correlated
to intelligence, general and task abilities, level of formal
training and social maturity.
Cattell and Stice^ examined leadership by measuring
individuals' behavior in terms of specific personality traits
and by looking at well-defined groups performing in normal
settings.
Otis W. Caldwell and B. Leighton Wellman, "Charac¬
teristics of School Leaders,” Journal of Educational Re¬
search 14 (July 1962):1-15.
2
Richard Matthews Drake, "A Study of Leadership,"
Character and Personality 12 (June 1948);285—89.
3
C. E. Howell, "Measurement of Leadership," Socio-
metry 5 (June 1942):163—88.
4
Joseph B. McGrath and Irvin Altman, Small Group
Research; A Synthesis and Critique of the Field (New York:
Holt, Rinehart Company, 1966), p. 16.
5
Raymond B. Cattell and G. P. Stice, "Four Formulae
for Selecting Leaders on the Basis of Personality," Human
Relations 7 (June 1954);493—507.
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The results of these studies as well as studies of
1 2 3
Gibb, Clifford and Cohn, and Stogdill indicated that
an individual's leadership status is correlated to the force
of his personality. These studies further pointed out the
need to abandon the traits theory (in as much as the studies
had failed to identify specific personality characteristics
common to effective leaders) and investigate a behavioral
approach when attempting to understand leader behavior.
The literature clearly points out that the behavioral
4 5 6
research of Stogdill, Halpin, Hemphill and others who
were involved in the Ohio State Leadership Studies have
provided much meaningful knowledge relative to leader
behavior.
^Cecil A. Gibb, "The Principles and Traits of Leader¬
ship," Journal of Abnormal and Social Psychology 42 (July
1947) :2Fr:
2
Carrie W. Clifford and Theodore S. Cohn, "The Rela¬
tionship Between Leadership and Personality Attributes
Perceived by Followers," Journal of Social Psychology 64
(September 1964)j57—64.
3
Ralph M. Stogdill, "Personal Factors Associated
with Leadership: A Survey of Literature," Journal of Psy¬
chology 24 (May 1948):35—71.
4
Ralph M. Stogdill and Alvin E. Coons, eds.. Leader
Behavior, Its Description and Measurement (Columbus, Ohio:
Bureau of Business Research, Ohio State University, 1957).
5
Andrew W. Halpin, Administrative Theory in Education
(Chicago: University of Chicago Press, 1958), p. 155.
^John K. Hemphill, Situational Factors in Leadership
(Columbus, Ohio: Ohio State University Personnel Research
Board, 1946).
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The Ohio State Leadership Studies (1945) examined
and measured performance—specific dimensions of leader
behavior.^ In a study involving aircrew commanders, Halpin
2
and Winer suggested that leader behavior falls into two
categories—two dimensions. These two dimensions were la¬
beled as "Initiating Structure" and "Consideration."
"Initiating Structure" is defined as behaviors asso¬
ciated with task assignment and accomplishment. "Initiating
Structure" includes behavior in which the leader organizes
and defines group activities and his relationship to the
group. The leader pushes for group effectiveness by de¬
fining the role of each member, planning ahead, assigning
specific tasks, and establishing definite ways of getting
things accomplished (i.e., he sees to it that the work of
staff members is coordinated). "Consideration" represents
behaviors associated with concern for individuals and group
welfare. "Consideration" includes leader behavior indi¬
cating mutual trust, respect, faith and a good rapport
between the leader and his group (i.e., he gets approval
on important matters before going ahead). This dimension,
in contrast to "Initiating Structure," provides an oppor¬
tunity for members to participate in the decision-making
process. It further encourages two-way communication and
dialogue.
^Stogdill, Journal of Psychology, p. 1.
2
Andrew W. Halpin and B. James Winer, The Leader
Behavior of Airplane Commanders (Columbus, Ohio: Ohio State
University Press, 1956), p. 23.
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The University of Michigan Survey Research Center
(1947)^ conducted extensive leadership studies. These
studies suggest that leader behavior can be viewed as moving
from an employee-centered extreme to a production-centered
extreme. The Michigan studies differ significantly from
The Ohio State Studies. The Michigan studies suggest that
the more employee centered a manager behaves, the less
production centered he behaves. The Ohio State studies
suggest that a manager may be high or low on both at the
same time.
2 . 3
Cuba and Bidwell, using a Getzels-Guba model,
argue that describing the role structure of an organization
can be utilized to explain and predict the behavior of
teachers and principals.
4
Moser using the model identified three leadership
styles for school principals; (1) Nomothetic; (2) Idio-
graphic; and (3) Transactional. The nomothetic style is
characterized by behavior which stresses goal accomplish-
Robert L. Kahn and Daniel Katz, "Leadership Prac¬
tices in Relation to Productivity and Morale," in Group
Dynamics eds. Dorwin Cartwright and Alvin Zander (New York;
Harper and Row Publishers, Inc., 1960), pp. 612—628.
2
Egon G. Guba and Charles Bidwell, Administrative
Relationships (Chicago; University of Chicago, 1957), p. 5.
3
Andrew W. Halpin, Administrative Theory in Educa¬
tion (Chicago; University of Chicago, 1958), pt 156.
4
Robert P. Moser, "The Leadership Patterns of School
Superintendents and School Principals," Administrator's
Handbook 6 (September 1957);1—4.
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merit, specific rules and regulations and centralized autho¬
rity at the expense of the needs of individual members.
The effectiveness of the leader is rated in terms of be¬
havior directed toward accomplishing preset school objec¬
tives. The idiographic style is characterized by behavior
which emphasizes the individuality of group members, informal
and minimum rules and regulations, decentralization and
highly individualistic leader—subordinate relationships.
The underlying premise is to keep everybody happy and con¬
tented. The transactional style leader balances the nomo¬
thetic and idiographic behaviors, utilizing each style,
depending on the situation.
Chester Barnard^ was one of the pioneers who delin¬
eated leader behavior along two dimensions. The dimensions
were: "effectiveness" and "efficiency." Barnard described
"effectiveness" as that leader behavior which tended to
move an organization towards its common purposes. He de¬
scribed "efficiency" as that leader behavior which tended
both to satisfy individual needs and strengthen group coop¬
eration.
. 2
Cartwright and Zander described the objectives of
leadership along two dimensions. Leadership activities
^Chester I. Barnard, The Functions of the Executive
(Cambridge, Massachusetts: Harvard University Press, 1938),
p. 60.
2
Dorwin Cartwright and Alvin Zander, Group Dynamics:
Research and Theory (New York: Harper & Row Publishers,
1968), p. 541.
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are defined as being directed either toward the attainment
of stated group goals or toward strengthening the work
group.
These studies differ on many points. However, it
is important to point out the similarity between them.
In general, these studies are talking about the same kind
of behavior. The similarities between the studies are found
in Figure 1.
Research clearly establishes the fact that no one
style of behavior is effective in all situations. Effective¬
ness depends on using the appropriate behavior to match
the situation.
Leadership Skills
The question is continually posed as to what are
the leadership effectiveness skills of public school ad¬
ministrators. Samuel Davis Parker (1973)developed a
model for determining leadership effectiveness skills of
public school administrators.
Questionnaire instruments developed for the purposes
of the study were administered to administrators, students,
and parents of the Cullman County School System to determine
their responses relative to leadership effectiveness skills
of public school administrators. There was a high degree
^Samuel Davis Parker, "A Model for Determining
Leadership Effectiveness Skills of Public School Adminis¬
trators with Applicability to a Selected School System"
(Ed. D. dissertation. University of Alabama, 1973).
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Figure 1. Similarities between leader behavior
models.
The two common dimensions may be defined as:
Task Orientation (TO) — The extent to which a
manager directs his own and his subordinates'
efforts; characterized by initiating, organizing,
and directing.
Relationships Orientation (RO) — The extent to
which a manager has personal job relationships;
characterized by listening, trusting, and
encouraging.^
^W. J. Reddin, Managerial Effectiveness (New York:
McGraw-Hill Book Company, 1970), p. 24.
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of similarity of opinion expressed by each respondent cate¬
gory relating to what constitutes leadership effectiveness
skills. Example: the ability to communicate effectively,
the ability to discipline students effectively, and the
ability to organize and plan effectively appeared most
frequently in rankings of leadership skills as reflected
by the four respondent categories.
The leadership skill most often selected by teachers,
students, and parents as being the most important was the
ability of the school administrator to discipline students
effectively.
There was no appreciable difference in perceptions
of elementary and secondary teachers and freshmen and senior
students in regard to their choices; whereas there was an
appreciable difference of opinion expressed by junior and
senior high school principals in regard to what constitutes
the most significant leadership skills.
The Mesa School District (1973)in an attempt to
answer the same question and to identify additional areas
where inservice training was needed, developed a customized
model for the district. One of the unique features of this
model was the fact that every district administrator had
the opportunity to say what sort of inservice training he
would find personally valuable. Additionally, machinery
was set up to help provide the training.
^D. Michael Scott-Blair, "Customized Model Revs
Up In-Service Training, Nation's Schools 5 (May 1974):93.
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Initiallyr a needs assessment model was designed
and implemented to assist in answering the following ques¬
tions: (1) In what areas of knowledge and skill is it
important for the Mesa Public Schools to have competent
administrators? (2) How many of these skills do adminis¬
trators have now? (3) What unacquired skills would they
like to gain? (4) What is the best way to establish a
system enabling administrators to get those skills? Input
was sought from every area of administration, including
business and finance, program development, research, guid¬
ance and personnel.
Approximately eighty (80) skills that every competent
administrator should have were generated. This list was
prioritized and condensed to fifty-seven (57) skills.
Listing the 57 subjects, the questionnaire polled adminis¬
trators for their experience-interest in each subject;
administrators were asked to rate their own skills, using
an Administrator Experience/Interest Questionnaire.
Upon completion of the questionnaires, the data were
used to determine which subjects administrators felt they
knew the least about and in which they wanted further train¬
ing. The top fifteen (15) areas of greatest knowledge need,
or the areas of lowest competency, were: year-round school,
school-within-a-school, modular scheduling, continuation
school, operations analysis, athletic scheduling, vocational
school, multicultural applied knowledge, PPBS/PERT, criterion-
reference testing, daily demands, design of resource center.
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accountng, systems analysis, and data collection. The
fifteen (15) highest ranking areas of desired training were;
management by objectives, decision-making, needs assessment,
teacher and self evalution, task analysis, systems analysis,
group dynamics, team and task force organization knowledge,
PPBS/PERT, operations analysis, diagnosis and feedback
procedures, multicultural applied knowledge, evaluation
design, conflict intervention, and performance objectives.
The information gathered from the questionnaires
was then used in developing good training programs to meet
needs identified by respondents. Competency-based training
inservice programs must have specific objectives, require
active participant involvement, and be capable of evalua¬
tion.
As viewed by the Mesa officials, the biggest benefit
of their new inservice program is increased staff commit¬
ment.
A study by Nickerson (1971),^ in an attempt to
ascertain skills and knowledge that principals should possess,
concluded that the principal should; (1) spend the greatest
share of his on-the-job time on improvement of instruction,
(2) work directly with teachers in conceptualizing, plan¬
ning, and implementing instructional change, (3) use teachers
and students as resources for ideas on instructional program
^Wood, National Association of Secondary School Prin¬
cipals Bulletin, p. 11^, citing Neal Nickerson (from a
report given in a pre-session meeting of PSSAS at Houston,
Texas, January 1971).
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development and encourage evaluation and criticism,
(4) delegate some supervision of instruction to department
chairmen and subject matter experts, (5) delegate routine
building management details to administrative assistants,
and (6) take part in the teacher-school board negotiation
process, but not as a partisan of either side.
Preparation should include: (1) up-to-date knowledge
of curriculum developments and instructional technology—
through acquaintance with the ramifications of the out-
to-school social economic milieu of the child and (2) human
awareness of sensitivity training.
Carey (1972)^ conducted a study designed to secure
information which would lead to the kinds of inservice
training approaches that would be needed in meeting the
future needs of school principals—through a consensus of
opinion regarding the skills, knowledges, and training
approaches needed to fill the principal's future role.
The Delphi Technique was the tool used in gathering the
data. The major findings predicted that the school prin¬
cipal in the next decade would need a knowledge of the
current trends in education, concepts and techniques used
in human relations, and a knowledge of the curriculum and
instructional programs in his school. Other skills needed
are skills in working in groups; (1) skills in leading
^Dennis Michael Carey, "An Assessment of the Future
In-Service Training Needs of School Principals in Massa¬
chusetts; A Delphi Study" (Ed. D. dissertation. University
of Massachusetts, 1972).
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the school administrative team, and human relations skills;
(2) alternative training approaches required in meeting
future needs—conducting sensitivity training sessions
received the highest priority; second highest—visiting
of other school systems; (3) attending conferences;
(4) conducting a human relations workshop; (5) establishing
a study group; (6) doing professional reading. Those re¬
ceiving low ratings were; employing interns; showing movies
referring to resource banks; using teaching machines; using
outside speakers; and using of audio-visual aides.
Green (1976)^ conducted a study whose purpose was
to identify basic competencies believed by practicing junior
high school principals to be essential to the successful
performance to the principalship. These competencies were
to be incorporated into the preservice and inservice train¬
ing programs for junior high school principals.
The major concern of this study was to identify some
of the prime competencies required for the junior high
school principal to successfully perform his/her adminis¬
trative tasks. The basis for the construction of the in¬
strument used to generate the data for the study was per¬
sonal interviews of a number of junior high school prin¬
cipals and review of literature concerning competency-based
curriculum programs and theories.
^Raymond James Green, "The Identification of Prime
Competencies to Be Used In Training Programs for Junior
High School Principals in the State of Washington" (Ed. D.
dissertation. University of Washington, 1976).
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The findings of this study are summarized as follows;
(1) the importance rankings of the eleven categories were:
(a) human relations, (b) communications, (c) personnel,
(d) evaluation, (e) pupil control, (f) fiscal, (g) legal
orientation, (h) instruction and curriculum, (i) central
office relationships, (j) student activities, and (k) school
plant organization and control and (2) eight (8) of the
top ten (10) ranked competencies believed to be most impor¬
tant were from the human relations category.
A committee composed of superintendents, students,
principals, and education professors, in developing a cur¬
riculum for preservice and inservice education of secondary
school principals, came up with the following concepts;^
Concept 1: The principal should have a knowledge
of and usable skill in theory or conceptual
framework of administration.
Concept 2: The principal needs to understand the
role of the counselors and school psychologist
and coordinate and integrate efforts of all edu¬
cators to multiply their impact upon the develop¬
ment of the student.
Concept 3: A primary role of the principal is to
be the instructional leader of the school.
^Charles L. Wood, "Preparation, In-Service for
School Leaders," National Association of Secondary School
Principals Bulletin 58 (September 1974):113—117.
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Concept 4: The principal of a secondary school in
developing his ability as instructional leader
and manager of people, must have a high degree
of skill in human relations.
Concept 5: The successful principal must have skill
in management and organization of the secondary
school within state accrediting and legal stan¬
dards.
Concept 6: A successful secondary school principal
needs necessary knowledge and skills in adminis¬
tering the school activities fund and a knowledge
of the overall school district financial base.
Concept 7; The school principal, as the center of
the communication network within a school, is
in a position to facilitate communication which
leads to understanding and concerted effort on
the part of members of the organization. Effec¬
tive communication of the principal involves
writing skills, speaking skills, listening skills
and understanding of communication theory.
Concept 8; The principal should be knowledgeable
in implementing changes in people, program, and
process.
Administrators, if they are to be effective and at
the same time provide quality educational opportunities
for all of their clients, must possess specific leadership
skills. While the literature differs in terms of specific
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skills which all competent administrators should possess,
there are leadership skills which effective administrators
have in common. The literature clearly states that adminis¬
trators should have skills in human/interpersonal relations,
curriculum development, improvement in instruction, com¬
munications, personnel and needs assessment.
Selection and Training Procedures
Engleman states.
Nothing grows obsolete more rapidly than public
education under the leadership of an administrator
grown stale or unaware of the critical issues and
changing demands of school.!
In general, as a good many of writers have pointed
out, professors of school administration are placing more
stress on the necessity for school administrators to have
skills in applying theory to practice. However, there is
an area of inadequacy between courses in school adminis¬
tration as they have been taught and practical skills as
they are needed on-the-job in public schools.
What are present field-experience programs like?
How are administrators selected and trained to operate
effectively in public schools?
^Finis Engleman, "A School for Administrators,"
The School Administrator 19 (December 1961);95.
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A Study by Way (1973)^ was conducted to design a
procedural model for the selection process of secondary
school principals appropriate for placement in inner city
schools. The study addressed (8) secondary objectives.
The objectives were to describe; (1) conditions in metro¬
politan core areas influencing job requirements; (2) future
general role and skill requirements and, specifically,
the role as change agent and instructional leader, the
problems, and the power status; (3) factors influential
in determining sources of cue-taking and the situational
forces influential in determining the extent and direction
of decision making and administrative behavior; (4) task
areas, and general specified competency and skill require¬
ments; (5) general and background characteristics require¬
ments; (6) criteria or situational forces isolated as
valuable in predicting success of potential principals for
inner city schools; (7) value of given standards of con¬
sideration in the selection process; and (8) the standard
isolated as most valuable in predicting success of a prin¬
cipal being considered for placement in an inner city
secondary school.
^Mary Diana Way, "A Procedural Model for the Se¬
lection Process Upon Criterial Critical to the Selection
and Placement of Secondary School Principals in Inner City
Schools as Perceived by Superintendents, Principals, and
Teachers in Six Urban School Districts" (Ed. D. disserta¬
tion, Indiana University, 1973) .
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Interviews were conducted in six urban districts
each isolated in one of six midwestern states. The re¬
spondents were the superintendent of each district, a prin¬
cipal of an inner city secondary school, and a teacher
serving in the same school. The major findings were:
1. Three conditions of metropolitan core areas were
reported as influential in setting job require- ■
ments for urban school principals. The high
incidence of poverty and the high percentage
of an increasing non-white population were the
conditions reported as critical by the greatest
number of respondents.
2. An understanding of human relationships was the
requirement reported as critical by the greatest
number of respondents.
3. Guidance problems in terms of self-concept of
students and emotional problems of students,
and attitudes of students toward school were
the two problems reported as most demanding.
4. Statements considered critical by the greatest
number of respondents involved the principal
being more accountable for his actions and the
principal assuming responsibilities for the
effectiveness of the learning experiences.
5. The greatest number of respondents critized urban
school principals as being remote and dissimilar
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from their community constituents and failure
to reflect the need of the communities they
serve.
The model involves the following phase-step process;
(1) defining the areas of competency and skill—conceptual,
human and technical skill requirements; general areas of
competency and skill; specialized areas of competency and
skill; and areas of task performance, (2) defining situational
force-factors determining sources of cue-taking; and in¬
fluential groups and individuals, and curricular, extra¬
curricular, or task demands, (3) defining the conditions
in the school community, (4) defining the characteristics
requirements—general characteristics; criticism of past
principals, and (5) defining the principalship—role require¬
ments as change agent or instructional leader; problems
faced by the principal; future general role and skill re¬
quirements; and power of authority status of principalship.
Rowell (1973)^ conducted a study aimed at designing
a conceptual model for the orientation and training of new,
elementary school principals in the Birmingham Public School
System of Alabama.
The study was based on the assumption that, by locat¬
ing the common areas of strengths and weaknesses of new,
^Andy Hunter Rowell, Jr., "A Conceptual Model for
the Orientation and Training of New Elementary School
Principals of the Birmingham Public School System" (Ph. D.
dissertation. The University of Alabama, 1973).
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elementary principals, a conceptual orientation and training
vehicle could be constructed that would improve administra¬
tive skills for future elementary administrators in Birming¬
ham before they were given the keys to their building.
Thirty (30) recently appointed elementary principals
of the Birmingham System participated in the study. The
questionnaire consisted of eighteen (18) questions of which
some were multiple choice and some were open-ended. The
questions were divided into four categories. These were;
graduate training; preservice and inservice training; adminis¬
trative duties; and professional activities.
A typical, new Birmingham elementary principal model
was constructed with seventeen (17) major characteristics.
The major characteristics were (1) his graduate institution,
(2) the major area of his graduate degree, (3) the job skills
acquired in graduate school, (4) graduate courses that aided
him, (5) the job skills not acquired in graduate school,
(6) graduate courses he should have taken, (7) his work
experience, (8) his administrative strengths and weaknesses,
(9) his most time-consuming tasks, (10) the most serious
problems he has faced since becoming an administrator, and
(11) his professionalism.
Eleven recommendations were presented. Chief among
them was the orientation and training model designed for
the uniqueness of the school system. The model called for
a fifteen-day program funded by the school system.
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It was also recommended that:
1. Local and state institutions of higher education
work with the school system to develop a grad¬
uate program that would specifically train
prospective principals for urban areas.
2. Some type of elementary experience be required
whether it was administrative internship or
teaching.
3. The central office initiate a working public
relations campaign to help the principals in
the field.
Many urban school districts throughout the country
have recognized the fact that the training of administrative
personnel for the inner city is a problem of crucial im¬
portance—one need only look about him in any of the great
urban centers. To this end, school systems have initiated
administrative programs, focusing on the unique problems
of education in the inner city schools.
The selection policy of administrators for the Detroit
Public Schools^ requires that administrative and supervisory
positions be filled on the basis of open competition and
the establishment of eligibility pools. The eligibility
pool process requires that positions are announced and
applications reviewed and screened by the Office of Per-
^Frank Martin to Hortense G. Evans, 16 September
1977, Detroit Public Schools, Office of Personnel, Detroit,
Michigan.
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sonnel. An Appraisal Conunittee is then appointed to review
credentials of all qualified candidates and present recom¬
mendations to the General Superintendent.
The Appraisal Committee usually conducts a personal
interview with each candidate prior to making final decision.
It is further required that eligibility pools be represen¬
tative with respect to the race and sex of eligible candi¬
dates as openings occur. Candidates are selected from the
appropriate pool, consistent with Balance of Staff Policy.
The Balance of Staff Policy was designed to assure that
the Detroit Public School System "is continually moving
toward integrated staff at all levels in all schools and
other units throughout the system." As it relates to
administrators, the eligibility pool is periodically re¬
viewed to make certain that such pools include a sufficient
number of qualified candidates—Black and White, male and
female, experienced and inexperienced—to permit a realistic
choice in the selection of persons to fill the vacancies.
Baltimore City Public Schools^ have outlined specific
procedures for the identification and selection of adminis¬
trative personnel. The selection process consists of three
parts. They are as follows;
^Robert W. Armacost to Hortense G. Evans, 18 August
1977, Baltimore City Public Schools, Deputy Superintendent,
Planning, Research and Evaluation, Baltimore, Maryland.
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1. The Qualifying Examination
To be eligible to take the Qualifying Examina¬
tion, the candidate must have (1) experience
as a teacher or staff member with three years
of satisfactory service, (2) training-approved
graduate study, preferably a master's degree
or the equivalent of a master's degree (B.S.,
plus 30 credits). Fifteen of those 30 credits
may be graduate credits and 15 credits from
approved inservice courses.
The Advanced Professional Certificate must be
held by the candidate.
2. The Oral Interview
To be eligible to take the Oral Interview, the
candidate must meet the training and experience
requirements of the position advertised. The
Oral Interviewing Committee will meet and appraise
the candidate's personal characteristics which
they grade on a 3 2 1 0 scale.
3. The Credentials Evaluation
Names of successful candidates will be submitted
to a Credentials Evaluating Committee who will
evaluate the credentials of each applicant in
the areas of training, professional experience,
references and recommendations.
Eligibility lists are established for each position
on the basis of each candidate's composite score. The
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following weighted point values are applied:
Qualifying Examination 35 points
Oral Interview 10 points
Professional Training 15 points
Reference and Recommendations 15 points
100 points
Santa Clara Unified School District, Santa Clara,
California,^ has an Administrative Intern Program. Super¬
vision of the Administrative Training Program is the respon¬
sibility of the Assistant Superintendent of Personnel.
However, an Administrative Training Committee is established.
This committee directs the activities of the program in
accordance with the regulations regarding the operation
of the program, which is under the direction of the Assis¬
tant Superintendent of Personnel.
The organizational structure enables each adminis¬
trative trainee to participate in a continuous program of
growth and development through several stages, each having
a specific emphasis, and each successive level offering
an opportunity for the district to place greater confidence
in the individual trainee.
^"Administrative Intern Program," Educational Poli¬
cies Service of the National School Boards Association,
File: CI-R (Santa Clara, California: Santa Clara Unified
School District, May 1970).
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Level I Technical Skills
Emphasis is placed on the development of technical
skills needed to perform administrative or specialist
functions. These activities are primarily at the
local school level.
Level II Human Relations Skills
Concentration is on human relations skills, develop¬
ment and implementation of curriculum, and leadership
training. Guidance is provided by district resource
persons. Trainees rotate periodically from one
functional area to another and one person to another.
Level III Practicum
Application and development of conceptual skills
are gained through assigned district service. Speci¬
fic activities or assignments are determined accord¬
ing to the needs of the district and the individual.
Placement of a trainee in a particular level is at
the discretion of the Administrative Training Committee.
No trainee serves more than two years in any one level.
The Leadership Training Program in Montgomery County
Public Schools^ provides introductory training experiences
for teachers and others who aspire to administrative and
supervisory positions. This program comprises three sepa¬
rate components.
^"Professional Staff Development Opportunities,"
Educational Policies Service of the National School Boards




Career Counseling for Leadership—seeks to provide
participants with relevant data regarding individual
leadership potential.
Phase II
Introduction to administrative Leadership—provides
an introduction to administration in the school
system. This phase examines several aspects of
the administrative role; introduces participants
to management, leadership, and interpersonal skills
essential to effective administration; provides
introductory information to those aspiring to enter
the field of administration.
Phase III
Administrative Internship Program—^provides intensive
on-the-job training for prospective school adminis¬
trators. Each intern serves as an elementary or
secondary school principal and receives close and
careful guidance by a supervisory team.
Any professional employee who has satisfactorily
completed one year of employment with Montgomery County
Public Schools may participate in Phase I of the Leadership
Training Program. All participants who complete Phase I
are automatically invited to Phase II of the program.
Participants in Phase III are selected by the appointments
committee and assigned by the superintendent.
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Direct responsibility for the Leadership Training
Program rests with the director of staff development. The
coordinator of administrative training programs is respon¬
sible for the specific activities which are a part of the
program.
The literature clearly points out the need for the
training of administrators beyond the university as well
as a need for a process to identify and select prospective
administrators. While the programs investigated differ
on many points, it is interesting to note that all of the
models have a high concentration on human relations skills,
curriculum development and implementation skills, and leader¬
ship training.
Summary
The search of the literature shows that school systems,
university professors, researchers, and noted authors in
the field, are becoming more increasingly aware that:
leader effectiveness—the extent to which the leader influences
his followers to achieve group activities—depends on the
leader's behavior; and school systems must initiate programs
specifically designed to improve the quality of educational
administrators.
Urban school systems must, of necessity, employ
administrators who are more skilled and better prepared
to perform a wider variety of administrative functions than
has generally been the case.
The studies presented in this search permit the
researcher to make the following conclusions;
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1. Administrators should have skills and knowledge
about: human/interpersonal relations; instruc¬
tion and curriculum; effective communications;
change; and school organization.
2. Administrative training programs should be estab¬
lished and maintained in order to provide the
district with a corps of well-trained personnel
eligible for service as administrators. Such
a program could conceivably provide a means
through which personnel who aspire to employment
as school administrators may achieve training
and experience which will prepare them to perform
that function.
3. Administrators need inservice training.
Effective educational leadership is not only desir¬
able ^ but it is a necessity if the schools are to survive
and provide those learning experiences children must have
for their survival. It has become increasingly apparent
that classroom instruction, the professional growth of
teachers, the improved relationship between home and school
and the over-all improvement of education can be consid¬
erably enhanced by dynamic administrators—dynamic educa¬
tional leadership.
This research project will provide urban school
systems such as the Atlanta Public School System with a




The problem of this study focused on: (1) current
field administrators' perceptions relative to necessary
components of an effective selection process; (2) initial
staff development for prospective administrators; and
(3) a model program being designed for the initial selec¬
tion and staff development for educational administrators
in a large urban school system.
The Data
The presentation and analysis in the next chapter
were based on the following data:
1. The primary data were collected in the form
of three different sequential questionnaires
sent to the same respondents.
2. The normative data and the current vita type
information on each respondent constituted one
type of secondary data. The published studies
and texts and the unpublished dissertations
and theses dealing with administrative responsi¬
bilities in urban school systems were another.
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3. The analysis was done only for data received
from respondents who had properly completed and
returned all three questionnaires.
The Research Methodology
The Delphi Technique was used for gathering data
for this research project.
According to Weaver,^ the Delphi Technique is an
intuitive methodology for organizing and sharing "expert"
forecasts about the future. The technique was originally
used to establish a chronology of scientific and techno¬
logical events and to judge where the events might occur
through speculations of several experts. It is the opinion
of Weaver that the Delphi Technique has been justified
primarily on the grounds that it prevents professional
status and high position from forcing judgments in certain
directions as frequently occurs when panels of experts meet.
The intention was to assure that changes in estimates re¬
flected rational judgment, not the influence of certain
2
opinion leaders. According to Houston, "one of the
real values of the Delphi Technique is that it permits
the widest possible scope of experts, with the least amount
of expenses, and the shortest period of arrangement time."
^Timothy W. Weaver, "The Delphi Forecasting Method,"
in Emerging Patterns of Administrative Accountability, ed.
Lesley H. Browder, Jr. (California: McCutchan Publishing
Company, 1971), pp. 171-183.
2
Personal interview with Dr. Johnny L. Houston,
Chairman, Mathematics Department, Atlanta University,
Atlanta, Georgia, 18 October 1977.
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This technique further provides a good climate in which
people can "discuss" their views and change them, if neces¬
sary, without the ego problems associated with winning
or losing an argument, and without pressure of supporting
or refuting a respected friend or colleague.
The basic sequential steps in conducting this re¬
search project, using the Delphi Technique were as follows;
Step 1; In an initial questionnaire, administrators
of the Atlanta Public School System were asked to react
to some ideas and initiate others concerning (a) charac¬
teristics essential for effective administrators; (b) kinds
of staff development needed to be effective; and (c) com¬
ponents of effective selection criteria.
Step 2: The lists generated in step 1 were consoli¬
dated (using a precise organization system and research
associates; these research associates work with the Divi¬
sion of Research and Evaluation, Atlanta Public School
System). The information obtained from the first ques¬
tionnaires was used to construct the second questionnaire.
Step 3: The second questionnaire was sent to admin¬
istrators asking them to judge the importance of each
listed goal (i.e., of the highest importance; of very high
importance; of high importance; of medium importance; of
some importance; and of little or no importance) by marking
an X in the box to the right of the goal. Administrators
were asked to make comments, if they so desired.
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Step 4; The results of the second questionnaire were
compiled. The third questionnaire was sent (the results
of the second questionnaire) indicating how their peers
responded to each item (percentage) and how they judged
each item (X). Administrators were given the opportunity
to change their ratings, if they so desired.
Step 5: The data gathered from the questionnaires
were analyzed. These data were used in designing the model
program for the initial selection and staff development
of administrators in an urban school system, especially
for the Atlanta Public School System.
Prior to sending out the first questionnaire, the
researcher decided to do a pilot study and to look at other
models of this kind that were available in the literature.
This was done in order to get some projection of what a
model ought to be, as well as to decide initially on the
nature of the model to be developed in this study. This
was important because it would dictate the nature of the
first questionnaire.
It was initially decided that the nature of the model
resulting from this study should be one which clearly de¬
lineated the following categories: staff development com¬
ponents; ingredients of the program; and candidate's quali¬
fications.
Having made this decision, the initial questionnaire
was constructed. Initially, five administrators (one from
Atlanta University and four from the Atlanta Public School
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System) were asked to respond to an open-ended question¬
naire. They were asked to list characteristics essential
for effective administrators, kind of initial staff develop¬
ment needed for administrators to be effective, and compo¬
nents they perceived as necessary for an effective selection
process. These items, along with some items taken from
the literature search, were used to construct the first
questionnaire. Additionally, administrators were asked
to extend each list to whatever length they so desired.
The second questionnaire was comprised of all the
items from the first questionnaire and some additional items
that respondents suggested on the first questionnaire.
For the sake of brevity, some of the items which were listed
were not included, many of the items were categorized and
condensed into single items, and a few of the items were
left off altogether. To assist the researcher in writing
the additional items for this questionnaire (using addi¬
tional suggestions of respondents), four (4) research asso¬
ciates from the Atlanta Public School System sorted and
ranked the additional items. The researcher then wrote
a statement for each category suggested by each research
associate. This questionnaire was sent only to the adminis¬
trators who had returned questionnaire one. On this ques¬
tionnaire, the administrators were given a percentage indi¬
cating all responses recorded for a given item and an "X"
indicating their judgment to that item. Additionally, they
were given an opportunity to change their rating.
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The third and final questionnaire comprised the
responses from the second questionnaire. For each statement
on the questionnaire, administrators were given a percentage
indicating all responses recorded for each item and a sum¬
mary of their judgment. On this questionnaire, the
administrators were to read and rate each statement. Each
administrator was given the opportunity to change his rat¬
ing, if he/she so desired. Copies of these questionnaires
appear in Appendix 3.
Decision Rule
In order to determine which items shall be excluded
from consideration in the final model and to give the re¬
searcher a basis for deciding on priorities and time frames,
the following decision rules were developed and applied:
1. If 51% (simple majority) of the respondents
ranked some of the items of little or no impor¬
tance, or of some importance, those items were
excluded from consideration in the final model.
2. If at least 67% (2/3 majority) of the respondents
on this question ranked an item of medium impor¬
tance, of some importance, or of little or no
importance, they were excluded from consideration
in the final model.
3. The items which received a 75% endorsement as
being of the highest importance, of very high
importance, of high importance, and of medium
importance were included in the model.
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4. The items which received 67% endorsement as being
of the highest importance, of very high impor¬
tance, and of high importance were included in
the model.
5. In a given category, items which were ranked
at least 51% (simple majority) in the categories
of the highest importance and of very high impor¬
tance were given priority consideration in terms
of time and emphasis in the development of the
model.
Selection of the Subjects
The Atlanta Public School System publishes a direc¬
tory which includes a listing of all personnel employed
by the system in a given year. Using the Personnel Direc¬
tory for the 1977-78 school year, the researcher assigned
a number to each Cabinet level administrator, assistant
area superintendent, principal and assistant principal
listed therein. This list was then verified by the Asso¬
ciate Superintendent for Educational Operations.
Prior to mailing the first questionnaire, written
request to conduct research in the Atlanta Public School
System was forwarded to the Assistant Superintendent for
Research and Evaluation. At the same time, ten (10) copies
of the proposal and a sample of the questionnaire were sent.
This was done in order to assist the Research Screening
Committee in evaluating the proposal in terms of possible
benefit and value to the system. The committee approved
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the proposal and permission was granted to proceed with
the study in the Atlanta Public School System. A copy of
the letter granting permission for the study in the Atlanta
Public School System is included in Appendix 2.
Population
The population utilized in this study consisted of
the Cabinet (i.e., superintendent, associate superintendent,
assistant superintendents, area superintendents, adminis¬
trative assistant to the superintendent, director-employee
relations, and administrative analyst), assistant area
superintendents, principals, and assistant principals in
the Atlanta Public School System.
The following is a breakdown of the positions held





Assistant Principals - 46
TOTAL 194
The scope of administrators holding the aforemen¬
tioned positions in the Atlanta Public School System is
shown in Table 1.
Administrators utilized in this study earned degrees
beyond the B.S. from a variety of institutions of higher
education. A breakdown of the institutions from which admin¬
istrators earned their highest degree is listed in Table 2.
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TABLE 1
ACADEMIC PREPARATION (HIGHEST DEGREE HELD), ADMINISTRATIVE EXPERIENCE,
NUMBER OF YEARS EMPLOYED IN THE ATLANTA PUBLIC SCHOOL SYSTEM,
AND PRIOR ADMINISTRATIVE POSITIONS HELD BY
ADMINISTRATOR WHO COMPLETED EACH
SECTION OF THE DATA FORM
Administrative Experience Academic Preparation (Highest Degree
Held)
1 5 years 12% Master's Degree 56%
6 - 10 years 50% Specialist Degree 28%
11 - 20 years 25% Doctorate Degree 16%
21 years and over 13%
Number of Years Employed
in the Atlanta PublTc
School System
Prior Administrative Positions
1 - 5 years 5
6-10 years 6
11 - 20 years 37















Assistant Director - National
Urban League
Regional Administrator - Office




INSTITUTIONS FROM WHICH ADMINISTRATORS EARNED THEIR HIGHEST DEGREE
Atlanta University 42%
Georgia State University 20%
University of Georgia — 12%





Tennessee University — 1%
University of Chicago 1%
Harvard University 1%
South Carolina State 1%
Indiana University 1%





University of Alabama 1%
Wayne State 1%
West Virginia State 1%
Middle Tennessee State - 1%
Kansas State University- 1%
Time Frame for Each Questionnaire
The first questionnaire was sent with the following
time frame to be implemented;
1. Date mailed to administrators - August 31, 1977.
2. Return date to the researcher - September 14,
1977
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The second questionnaire was sent with the following
time frame to be implemented;
1. Date mailed to administrators - September 29,
1977.
2. Return date to the researcher - October 7, 1977.
The third and final questionnaire was sent out with
the following time frame set up to be implemented;
1. Date mailed to administrators - October 24, 1977.
2. Return date to the researcher - October 31, 1977.
Summary
This chapter presented; (1) the technique used for
gathering data for this research project; (2) the basic
sequential steps utilized in conducting the project; (3)
decision rules to be applied in determining items which
should be included in the model; (4) the method used to
select subjects for the study; (5) the population utilized
in the study; (6) a time frame for each questionnaire;
(7) the administrative experience and academic preparation
of each administrator; and (8) the institutions from which
administrators earned their highest degree.
Generally, the vita-type data reveal that subjects
utilized in this study have a broad administrative back¬
ground. This is significant because it indicates that
subjects, based on their administrative experience, academic
preparation, number of years of employment in the Atlanta
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Public School System, and prior administrative positions
have sufficient expertise on which to get responses that
would be representative of urban school administrators in
many areas.
CHAPTER IV
PRESENTATION AND ANALYSIS OF DATA
The overall purpose of this study was to design a
model based on the following research questions:
1. What are the essential characteristics, traits,
skills and tools that prospective educational
administrators need, as perceived by current
administrators in a selected urban school system,
the Atlanta Public School System, if they are
to be effective educational administrators in
a large urban school system?
2. What do the current field administrators perceive
as necessary components of an effective selection
process?
3. What kind of initial staff development is per¬
ceived necessary to insure initial and continued
effectiveness on the part of educational admin¬
istrators?
4. How will a viable model look based on research
data obtained from administrators in a large
urban school system?
This chapter includes the analysis and presentation
of the data gathered in this study. The chapter is divided
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into two sections. The first section presents the items
included on Questionnaires 1, 2, and 3. The second section
presents and analyzes the data collected from these ques¬
tionnaires.
Questionnaires
The Delphi Technique was utilized to gather data
for this study. The technique, as used in this study,
basically consisted of three different sequential question¬
naires sent to the same respondents.
The Delphi Technique^ is an intuitive methodology
for organizing and sharing "experts'" forecasts about the
future. The technique has been justified primarily on the
grounds that it prevents professional status and high po¬
sition from forcing judgments in certain directions as
frequently occurs when panels of experts meet. The inten¬
tion of the technique was to assure that changes in esti¬
mates reflected rational judgment, not the influence of
certain opinion leaders.
It might be well at this time to point out the fact
that Questionnaires 2 and 3 have the identical number of
items, more than Questionnaire 1. This is due to input
solicited and provided by those administrators who completed
and returned the first questionnaire. Copies of these
questionnaires appear in Appendix 3.
^Timothy W. Weaver, "The Delphi Forecasting Method,"
in Emerging Patterns of Administrative Accountability, ed.
Lesley H. Browder, Jr. (California: McCutchan Publishing
Company, 1971), pp. 171—183.
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Rate of Return of Questionnaires
1 2
According to Fox and Best, many factors may in¬
fluence the percentage of return of the questionnaire.
Some of the factors which impact on the return of the
questionnaire are: (1) length of the questionnaire;
(2) format of questionnaire—amount of writing time as well
as appearance; (3) making provision for respondents to learn
about the results of research; and (4) writing the intro¬
ductory material eloquently and frankly so that respondents
know the purpose of the research and the use to be made
of the data and convinced that the purpose is worthwhile
and professionally desired. In an attempt to insure a high
rate of return, the researcher considered the aforementioned
points in designing the questionnaire.
The breakdown of the return of the questionnaires
sent to administrators in a selected urban school system,
the Atlanta Public School System, is shown in Table 3.
Items on Questionnaires 1, 2, and 3
The items on all three questionnaires were divided
into three categories: Staff Development Component; In¬
gredients of the Program; and Candidate's Qualifications.
^David J. Fox, The Research Process in Education,
(New York: Holt, Rinehart and Winston, Inc., 1969),
pp. 548-554.
2
John W. Best, Research in Education (Englewood
Cliffs, New Jersey: Prentice-Hall, Inc., 1970), pp. 170—173.
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TABLE 3
BREAKDOWN OF THE RETURN OF THE QUESTIONNAIRES
SENT TO ADMINISTRATORS IN THE























♦NOTE: Eleven (11) questionnaires came in after the deadline
date; the codes on two (2) of the questionnaires were destroyed.
These questionnaires were not included in the percentages above.
The actual number of questionnaires returned to the researcher
was 114; percentage - 59.
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*NOTE: Six (6) questionnaires came in after the deadline date.
These questionnaires were not included in the percentages above.
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Questionnaire 1 consisted of twenty-one (21) items.
Initially, administrators were asked to list: (1) charac¬
teristics essential for effective administrators; (2) the
kind of initial staff development needed for administrators
to be effective; and (3) components they perceived necessary
for an effective selection process. These items, along
with some items taken from the literature search, were used
to construct the first questionnaire.
Questionnaires 2 and 3 consisted of forty-three (43)
items each. The increased number of the items in Question¬
naires 2 and 3 was due to feedback from administrators who
responded to Questionnaire 1. See Appendix 3 for copies
of questionnaires as they were sent to respondents.
Each item below is written the way it appears on
the questionnaires. Additionally, each item has been written
in code. For instance, the first item listed under Staff
Development Component is as follows:
An Administrative Training Program should be estab¬
lished for the Atlanta Public School System for
initially training administrators (assistant prin¬
cipals, principals, area superintendents, assistant
superintendents) prior to their appointments to an
administrative position.
That same item shortened is. Administrative Training
Program. Throughout the remainder of this paper. Staff
Development Component, Item 1 will be identified as Adminis¬
trative Training Program. On the next few pages, the full
statement is listed followed by the shortened form.
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Staff Development Components
1. An Administrative Training Program should be
established for the Atlanta Public School System
for initially training administrators (assistant
principals, principals, area superintendents,
assistant superintendents) prior to their ap¬
pointments to an administrative position.
Administrative Training Program
2. Institutions of higher learning in the area must
assist the local school system in the implemen¬
tation of an initial staff development program.
Assistance from higher education
3. Administrators from other urban school systems
must assist the local school system in the imple¬
mentation of an initial staff development pro¬
gram.
Assistance from urban systems
4. An Administrative Training Committee must be
established to direct the activities of such
a program.
Administrative Training Committee
5. One person must be given the authority and respon¬
sibility to direct the activities of such a pro¬
gram.
One person direct activities
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6. Prospective administrators must be provided
intensive on-the-job training in such a program.
On-the-job training
7. During the training program prospective adminis¬
trators must be exposed to the expectations of
persons holding various administrative positions
as ascertained from parents, consumers, clients,
etc.
Expectations of Consumers
8. During the training program, prospective adminis¬
trators must be assigned a variety of adminis¬
trative responsibilities related to curriculum
development, pupil personnel services, budget
and finance.
Curriculum development
9. During the training of the prospective adminis¬
trator there should be a stepwise, systematic,
and continuous evaluation of their progress.
Continuous evaluation
10. Prospective administrators must be provided
training in programmatic and organizational
development.
Programmatic development
11. Local classroom teachers should have input into
the implementation of the administrative training
program.
Assistance of classroom teachers
6612.The organizational structure of the administra¬
tive program should lend itself to specializa¬
tion in the identified area of interest of the
prospective administrator, i.e., principal,
area superintendent, assistant superintendent.
Specialization in area of interest












10. Issues and problems in American Education
Issues in American Education
11. School Law/School Finance
School Law/Finance
12. Pupil Personnel Services
13. Research and Evaluation





16. Child growth and development




1. Any professional employee who already has a
position in the Atlanta Public School System.
Employee with position in APS
2. Any professional employee who has satisfactorily
completed one year of service in the Alanta
Public School System.
Employee with 1 Year in APS
3. A candidate must have satisfied minimum state
requirements for a principalship position.
State requirements for principal
4. A candidate must write a letter of intent.
Letter of intent
5. A candidate must obtain three letters of recom¬
mendation from persons qualified to attest to
his ability as a potential administrator.
Three letters of recommendation
6. A candidate must have demonstrated a positive
attitude toward the community and children.
Positive attitude toward children
68
7. A candidate must demonstrate that he is able
to articulate a philosophy of education which
says that there is inherent good and worth in
all people.
Articulate philosophy
8. A candidate must have demonstrated some problem
solving ability-analytical thinking.
Analytical thinking
9. A candidate must score satisfactorily on an
appropriate test to measure potential adminis¬
trative ability.
Test to measure ability
10. A candidate must have impressive academic train¬
ing credentials.
Impressive academic credentials
11. A candidate must have a positive track record
of high integrity.
Track record of high integrity
12. A candidate must have sound physical and mental
health.
Sound mental and physical health
13. A candidate's previous work record must indicate
that he/she is dependable, responsible, percep¬
tive, and possesses mature judgment.
Work history - dependable
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14. A candidate must have demonstrated a high level
of written and oral communication skills.
High level communication skills
Comments
In addition to responses to rate listed questions
and a request to forward more questions, comments were
solicited from respondents with regard to the listed ques¬
tions. The composite listing of comments that were received
on the questionnaires is presented in Appendix 3. In
presenting comments under each item, the writer presented
only the distinct comments that were given. However, many
different respondents frequently advanced the same comment.
Listed below is a summary of the comments received.
In summarizing comments of respondents who expressed
some of the reasons for their rating of items on Question¬
naires 1, 2, and 3, we find the following;
1. Respondents feel that an Administrative Training
Program should be established in the Atlanta
Public School System and that such a program
would insure that a competent pool of adminis¬
trators would always be available.
2. Respondents feel that such a program, because
of its potential magnitude and accountability,
must have a committee to direct the activities.
3. Respondents feel that on-the-job training is
. a viable way of improving the quality of adminis¬
trators.
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4. Respondents feel that a potential candidate
must have had at least three years experience
in the Atlanta Public School System.
5. Respondents expressed a need for candidates to
be sound both physically and mentally.
6. Respondents feel that training should be done
by competent personnel in the particular area.
Percentages of Responses on Questionnaires 1^ 2, and 3
In order for the reader to have a better understand¬
ing of the data presented in the tables and charts that
will follow, the writer first presents the items followed
by the codes used in the presentation.
In order to determine the nature of the model re¬
sulting from this study, data were collected in the form
of three sequential questionnaires sent to the same respon¬
dents.
In an attempt to ascertain how the responses of
respondents compared on each questionnaire, the researcher
recorded the percentage of responses to each item on each
questionnaire. The items on the questionnaires are divided
into three categories: Staff Development Component, Ingre¬
dients of the Program, and Candidate's Qualifications.
Table 4 contains percentages of responses made by
respondents to each item on all three questionnaires. The
items are ranked from left to right in order of importance.
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Below is a legend reflecting the meaning of each
acronym:
OTHI of the highest importance
OVHI of very high importance
OHI of high importance
OMI of medium importance
OSI - of some importance
OLONI - of little or no importance
To the right of each item, a symbol has been placed
which indicates the responses of each questionnaire. Below
is a legend reflecting the meaning of each;
A square | | indicates those responses recorded
for questionnaire one.
A triangle indicates those responses recorded
for questionnaire two.
A circle indicates those responses recorded
for questionnaire three.
An asterisk * indicates those items not appearing
on the first questionnaire.
Blank spaces mean that no responses were recorded
for those particular items.
Items by Type
In order for the percentages to have more meaning
to the reader and to guide the writer in Chapter 5, items
were organized by type. Presented on the following pages
are rules which were used to determine which items would
be excluded from consideration in the final model. Five
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TABLE 4
PERCENTAGES OP RESPONSES ON QUESTIONNAIRES ONE, TWO, AND THREE
Staff Development Components
S-1. Administrative Training Program
M
M H Z
S S M M H O
EH > a g CO j
o o o o o o
S 0 [13 13 0 □
@©@oo
S-2. Assistance from higher education 0 0 [13 0 0 13
Xk XXXkXkXkZk
@@©oo
S-3. Assistance from urban systems □ □ 0 [24| [13 [I|
ZkZkXk Xk Xk Xk
G© @ @G
S-4. Administrative Training Committee 0 0 0 0 0 0
XkXkXk XkXk/k
g@®gog
S-5. One person direct activities 0 0 0 0 0 0
Xk XkXk XkXk /k
@ ©©GG G
S-6. On-the-job training 0 0 0 [III 0 0
Xk Xk Xk Xk Xk
@ © ® G G
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TABLE 4 - Continued
M
MM Z
BC tc M M MO
Expectations of consumers
E-t > W S W








♦Assistance of classroom teachers Ak /(k /iX /\ A\
G ®® ®®
♦Specialization in area of interest Ak A\Ah\AkA\A\
®@®GOO
Ingredients of the Program
I-l. Human/Interpersonal Relations 0 0 Q
AAA
@@o




TABLE 4 - Continued
1-3. Management by objectives
M
M H 2
as ffi H H H o
tH > « g W J
o o o o o o
31 36 21 9 rn n]
Ak /k /\
©@@00
1-4. Needs Assessment [H 0 [l9| [11 □
@@® G
1-5. Conflict intervention 113 0 0 □ □ □
^A
©® ® @
1-6. Interview Technique [in 0 0 0 □
Zk ZV Zk A\ A\
® ®® o o
1-7. Communications gii [H 0 □ □
® @ @
1-8. Group dynamics S 0 [Isl □
Z\ ZK Zk Zk
®® @@
1-9.* School/community relations Zk Zk Zk
®@ ® G
75
TABLE 4 ■- Continued
I-IO.*Issues in American education
H
H H !Z
K a H M M O
Eh > a S w hq
Q p P Q Q OAAAAA
@©@0O
I-ll.*School law/finance Ak A\
I-12.*Pupil Personnel Services XKA A' /V
@@@Q
1-13.*Research and evaluation AXKA
®@®@o
I-14.*Tools for management A
® © ® o
1-15.*Personnel evaluation Zk Zk Zk /k
©0®
I-16.*Child growth and development ZkZkZkZk
©©© o
1-17.*Pressure groups AA A
@ ©©o
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TABLE 4 - Continued
M
DTHI DVHI DHI DMI DSI DLON
Candidate's Qualifications
C-1. Employee with position in APS [iil [Is] m □ [11 lii
Ak Ak Ak A\ A\ A\
@@@000
C-2. Employee with 1 year in APS [11 [il 13 [H [H [li
/ik ^
@@@@@@
C-3. State requirements for principal 3 3 3 in □ □
A\AkA\A\/^
@@@OGO
C-4. Letter of intent s 0 m 111 □ □
AXkAA
@ @ @ ©@ o
C-5. Three letters of recommendation 3 HE s n Q 0
Ak Ak XV Ak A\ Ak
®@@ooo








C-9. Test to measure ability
0®@@@®
C-10.*Impressive academic credentials /X/iV Av AAA
o@®@oo
C-ll.*Track record of high integrity AAAA
®®@ 0
C-12.*Sound mental and physical health AAAA
®@00
C-13.*Work history - dependable AAA
®@0
C-14.*High level communication skills XK A.Zk
@®@0 0
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rules were established for this purpose. Listed below are
the five rules which were used to determine the items which
would be included in the model. These rules were applied
to Questionnaire 3 only.
Items of Type 1
Those items which received at least fifty-one percent
(51%) endorsement in the categories of the highest impor¬
tance and of very high importance.
Items listed below are of Type 1.
Staff Development Component
S-1 Administrative Training Program
S-5 One person direct activities
S-6 On-the-job training




Ingredients of the Program
I-l Human/Interpersonal Relations
1-2 Curriculum development








I-IO Issues in American Education
I-ll School Law/Finance
1-12 Pupil Personnel Services
1-14 Tools for management
1-15 Personnel Evaluation
1-16 Child growth and development
1-17 Pressure groups
Candidates Qualifications
C-1 Employee with position in APS
C-3 State requirements for principal
C-5 Three letters of recommendation
C-6 Positive attitude toward children
C-7 Articulate philosophy
C-8 Analytical thinking
C-11 Track record of high integrity
C-12 Sound mental and physical health
C-13 Work history - dependable
C-14 High level communication skills
Items of Type 2
Those items which received at least sixty-seven
percent (67%) endorsement in the combination of cate¬
gories of the highest importance, of very high im¬
portance and of high importance. This excludes items
which have been previously listed.
Items listed below are of Type 2.
Staff Development Component
S-2 Assistance from higher education
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S-4 Administrative Training Committee
S-11 Assistance of classroom teachers
S-12 Specialization in area of interest
Ingredients of the Program
1-13 Research and Evaluation
Candidate's Qualifications
C-4 Letters of intent
Items of Type 3
Those items which received at least seventy-five
percent (75%) endorsement in the combination of
categories; of the highest importance, of very high
importance, of high importance, and of medium impor¬
tance.
Items listed below are of Type 3. This list excluded
items which have been previously listed.
Candidate's Qualifications
C-9 Test to measure ability
C-10 Impressive academic credentials
Items of Type 4
Those items which at least fifty-one percent (51%)
of respondents ranked of little or no importance,
of some importance, and of medium importance.
This item was eliminated from the model. One might
wonder why this item was eliminated from the model.
This program, if instituted, will be a pilot program.
Most experimental programs must begin on a strong
solid basis. The researcher desired to come up with
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a streamline, economically feasible program; one
that could be implemented with the least possible
dollars, and at the same time, meet the expressed
needs of the school system
The item listed below is of Type 4.
Candidate's Qualification
C-2 Employee with 1 year in APS
Items of Type 5
Those items which at least sixty-seven percent (67%)
of respondents ranked of little or no importance,
of some importance, and of medium importance.
The item of Type 5 listed below was eliminated from
the model;
Staff Development Component
S-3 Assistance from urban systems
Analysis-Discussion
As noted in Chapters II and III and the initial part
of Chapter IV, the researcher had made a literature search
and conducted a questionnaire survey of "experts" in a
selected urban school system, the Atlanta Public School
System, to obtain data for the purpose of being able to
arrive at definitive answers for the specific research
questions in this study. Items from the questionnaire
survey have been compiled in Tables 4 through 9. The analy¬
sis of the data in these tables is assisting in the answer¬
ing of the research questions.
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In Table 4, the percentage of respondents who checked
"of medium importance" or "higher" clearly permits the
researcher to arrive at some definitive answers for research
questions one and two. Although some discussion has been
given, some of its extreme features are now being highlighted.
In Table 4 under the Staff Development Component,
Item 3, Assistance from urban school systems, we observed
that two percent of administrators who responded to this
item ranked it of the highest importance. This means that,
while administrators see the necessity of an administrative
training program, they do not feel that other urban school
systems must assist them in the implementation of such a
program. It suggests that one school system does not envi¬
sion another school system so far ahead that they can teach.
It further suggests that administrators feel that the At¬
lanta Public School System believes that it has sufficient
expertise (practitioners) to train administrators to meet
more effectively the expressed needs of the system; however,
as stated earlier, the assistance of researchers and schol¬
ars at universities is welcomed.
Table 4 reveals that, under the Ingredients of the
Program, item 3, Human/Interpersonal Relations, received
the largest percentage of responses on all of the question¬
naires. This suggests that prospective administrators need
to be highly skilled in working with and relating to the
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needs of a variety of people. The item which received the
next largest percentage of responses in this category was
item 7, Communications. More than fifty-one (51%) percent
of respondents regarded this item of the highest importance.
Since items which received the largest percentage of re¬
sponses have to do with relating to others, current admin¬
istrators have indicated that the ability to perform these
tasks is crucial to the effectiveness of administrators.
Items relative to Candidate's Qualifications which
received overwhelming endorsement were; C—6, Positive
attitude toward children; C—7, ability to articulate a
philosophy of education which says that there is inherent
good and worth in all people; C—11, a candidate must have
a positive track record of high integrity; C—12, a candidate
must have sound physical and mental health; and C—13, a
candidate's previous work history must indicate that he/she
is dependable, responsible, perceptive, and possesses mature
judgment.
To answer research Question 3 and to get some insight
about research Question 4, it was necessary to organize
the compiled data in a different manner. This was done
in Tables 5 through 9. The writer now gives an analysis-
discussion of these tables.
Table 5 summarizes responses of respondents relative
to items of Type 1. Of the items listed, generally there
was agreement among administrators. In other words, ad¬
ministrators were generally low and/or high on the same
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Figure 2. Diagram of percentages of responses of items by
type.
The pie diagram above represents the percentages of all
responses in all categories of items by type. Seventy-eight
percent of the items were ranked of the highest importance and of
very high importance. Fifteen percent of the items were ranked of
the highest importance, of very high importance, and of high
importance. Four percent of the items were ranked of the highest
importance, of very high importance, of high importance, and of
medium importance. One percent of the items were ranked of little
or no importance and of some importance. Two percent of the items




ITEMS BY TYPE 1
This chart tabulates the frequency and percentage of responses by administrators to the
items of Type 1 on questionnaire three. It further presents a graphic picture of items of
Type 1 which were included in the model. Under each item, the figure on the left is the
frequency and the figure on the right is the percentage.
Items of Type 1 are those items which received at least fifty-one percent endorsement in the
categories of the highest importance and of very high importance.
ITEMS ON QUESTIONNAIRE 3
S- 1 S- 5 S- 6 S- 7 S- 8 S- 9 S- 10
N % N % N % N % N % N % N %
Respondents
Cabinet Level
Administrators 8 13 5 12 7 13 4 9 8 12 7 11 5 8
Non-Cabinet Level
Administrators 54 87 38 88 48 87 43 91 59 88 58 89 54 92
TOTAL 62 100 43 100 55 100 47 100 67 100 65 100 59 100
I- 1 I- 2 I- 3 I- 4 I- 5 I- 6 I- 7 I--8
N % N % N % N % N % N % N % N %
Cabinet Level
Administrators 8 11 6 9 6 11 7 12 6 15 4 10 9 12 8 12
Non-Cabinet Level
Administrators 66 89 58 91 50 89 53 88 33 85 38 90 65 88 57 88
TOTAL 74 100 64 100 56 100 60 100 39 100 42 100 74 100 65 100
RespondentsRespondents
TABLE 5 - Continued
ITEMS ON QUESTIONNAIRE 3
1-9 I-IO I-ll I- 12 I- 14 I -15 I -16 1-17
N % N % N % N % N % N % N % N %
Cabinet Level
Administrators 9 14 2 5 4 7 2 4 8 13 8 12 3 5 4 8
Non-Cabinet Level
Administrators 56 86 37 95 52 93 50 96 52 87 57 88 54 95 47 92
TOTAL 65 100 39 100 56 100 52 100 60 100 65 100 57 100 51 100
C-1 C-3 C-5 C-6 C-7 C-8 C-11 C-12
N % N % N % N % N % N % N % N %
Cabinet Level
Administrators 4 8 3 6 1 2 5 8 4 7 8 14 7 12 8 12
Non-Cabinet Level
Administrators 44 92 50 94 39 98 58 92 57 93 51 86 53 88 59 88
00
TOTAL 48 100 53 100 40 100 63 100 61 100 59 100 60 100 67 100
TABLE 5 - Continued
ITEMS ON QUESTIONNAIRE 3
C- 13 C- 14
N % N %
Cabinet Level
Administrators 7 10 8 15
Non-Cabinet Level
Administrators 64 90 47 85
TOTAL 71 100 55 100
00
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items. There were exceptions to this rule. One such excep¬
tion was Item S-7. This item refers to administrators being
exposed to expectations of persons holding various adminis¬
trative positions as ascertained from parents, consumers,
and clients. Only forty-four percent (44%) of Cabinet
level administrators thought this to be of the highest
importance or very high importance, while sixty-seven per¬
cent (67%) of non-Cabinet thought it to be of the highest
or very high importance. This was interpreted to mean that
the latter group of administrators were more attuned to
how parents perceived their role than were Cabinet level
administrators. Other items in which there was a signi¬
ficant difference among administrators were 1-12, Pupil
Personnel Services; and 1-16, Child Growth and Development.
Both of these items deal specifically with children. The
fact that Cabinet level administrators are further removed
from children than non-Cabinet level administrators could
account for the difference in the rankings. Another reason
which would account for the difference among Cabinet level
administrators is the fact that at that level administrators
are specialized. The final item in which there is a signi¬
ficant difference is C-5, candidates must obtain three
letters of recommendation. Eleven percent (11%) of Cabinet
level administrators and fifty-eight percent (58%) of non-
Cabinet level administrators ranked this item of the highest
or very high importance. Cabinet level administrators ques¬
tioned the capabilities of others in assessing the ability
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of potential administrators. There were two items in which
Cabinet level administrators were in total agreement. One
hundred percent (100%) of administrators ranked items 1-17,
communications and 1—9, School/Community Relations of the
highest or very high importance.
Table 6 summarizes the responses or respondents
relative to items of Type 2. These items in which sixty-
seven percent (67%) of respondents ranked them of the high¬
est importance, of very high importance, and of high impor¬
tance. Generally, there was agreement among administrators.
The only item which varied significantly was C—4, a candi¬
date must write a letter of intent. Fifty-six percent (56%)
of Cabinet level administrators and seventy percent (70%)
of non-Cabinet level administrators considered this item
of the highest of very high, or of high importance. Two
items received one hundred (100%) percent endorsement of
Cabinet level administrators, S—2,institutions of higher
learning in the area, must assist the local school system
in the implementation of an initial staff development pro¬
gram; and S—4, an Administrative Training Committee be
established to direct the activities of such a program.
Cabinet level administrators in the Atlanta Public
School System have indicated that there is a strong need
for more cooperation between institutions of higher learning
and the school system in preparing administrators.
Table 7 summarizes responses of respondents relative
to items of Type 3. Only two of the forty-three(43) items
TABLE 6
ITEMS BY TYPE 2
This chart tabulates the frequency and percentage of responses by administrators to the
items of Type 2 on questionnaire three. It further presents a graphic picture of items of
Type 2 which were included in the model. Under each item the figure on the left is the
frequency and the figure on the right is the percentage.
Items of Type 2 are those items which received at least sixty-seven percent endorsement in
the combination of categories, of this highest importance, of very high importance, and of
high importance.
ITEMS OF QUESTIONNAIRE 3
S-2 S- 4 S-11 S-12 1-13 C-4
N % N % N % N % N % N %
Cabinet Level
Administrators 9 14 9 14 8 14 7 11 7 10 5 10
Non-Cabinet Level
Administrators 55 86 54 86 51 86 58 89 66 90 43 90
TOTAL 64 100 63 100 59 100 65 100 73 100 48 100
TABLE 7
ITEMS BY TYPE 3
This chart tabulates the frequency and percentage of responses by administrators to the
items of Type 3 on questionnaire three. It further presents a graphic picture of the items
of Type 3 which were included in the model. Under each item the figure on the left is the
frequency and the figure on the right is the percentage.
Items of Type 3 are those items which received at least seventy-five percent endorsement in
the combination of the highest importance, of very high importance, of high importance and
of medium importance.
ITEMS ON QUESTIONNAIRE 3
C- 9 C-10
N % N %
Cabinet Level
Administrators 7 13 9 13
Non-Cabinet Level
Administrators 46 87 60 87
TOTAL 53 100 69 100
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were included in this category. These were C—9, an appro¬
priate test to measure potential administrative ability,
and C—10, a candidate must have impressive academic training
credentials. There was no significant difference in the
way respondents ranked these items.
Table 8 summarizes the responses of respondents
relative to items of Type 4. This category contained only
one item, C—12, any professional employee who has satis¬
factorily completed one year of service in the Atlanta
Public School System. Using the decision rule, this item
was eliminated from the model. However, based on the fre¬
quency of the comment added by respondents relative to three
years, the researcher interpreted this to mean that any
professional employee who has completed three years of
service in the Atlanta Public School System might be con¬
sidered as a candidate.
Table 9 summarizes responses of respondents relative
to items of Type 5. Using the decision rule, only one item
fell into this type. Item S—3, says, administrators from
other urban school systems must assist the local school
systems in the implementation of an initial staff develop¬
ment program. Eighty-eight percent (88%) of Cabinet level
administrators ranked this item of little or no importance,
of some importance, and of medium importance. This was
interpreted to mean that there was an overwhelming consensus
among administrators, thus, item S—3, was eliminated from
the model.
TABLE 8
ITEMS BY TYPE 4
This chart tabulates the frequency and percentage of responses by administrators to the
items of Type 4 on questionnaire three. It further presents a graphic picture of the items
of Type 4 which were included in the model. Under each item the figure on the left is the
frequency and the figure on the right is the percentage.
Items of Type 4 are those items which at least fifty-one percent of respondents ranked of
little or no importance, of some importance, and of medium importance.









ITEMS BY TYPE 5
This chart tabulates the frequency and percentage of responses by administrators to the
items of Type 5 on questionnaire three. It further presents a graphic picture of the items
of Type 5 which were included in the model. Under each item the figure on the left is the
frequency and the figure on the right is the percentage.
Items of Type 5 are those items which at least sixty-seven percent of respondents ranked of
little or no importance, ofsome importance, and of medium importance. Such items were
eliminated from the model.










This chapter presented: (1) the information
about items on the questionnaires; essential characteris¬
tics, traits, and skills that prospective educational
administrators need, as perceived by current administrators
in the Atlanta Public School System; and (2) an analysis
which allows the researcher to conclude: current field
administrators' perception of necessary components of an
effective selection process; the kind of initial staff
development perceived as necessary to insure initial and
some continued effectiveness on the part of educational
administrators; and some insight about the designing of
a model program for the initial selection and staff de¬
velopment for educational administrators in a large urban
school system.
The data were presented by listing items contained
in Questionnaires 1, 2, and 3; revealing comments made
by respondents expressing some of the reasons for their
answers; summarizing frequency of responses of respondents;
comparing percentages of responses on Questionnaires 1,
2, and 3; determining by type items to be included as well
as excluded from the final model; and presenting a graphic
picture of percentage of responses of Cabinet level and
non-Cabinet level administrators.
There was consensus among respondents that an ad¬
ministrative training program should be established for
urban school systems, especially the Atlanta Public School
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System for initially training administrators prior to their
appointment to an administrative position.
As previously noted, other items in which there
was universal agreement among administrators were centered
around human/interpersonal relations, communications,
school/community relations, positive attitutde toward
children, integrity, dependability and sound mental and
physical health.
CHAPTER V
SUMMARY, RECOMMENDATIONS, AND IMPLICATIONS
It is a truism that many school systems for too long
have recruited, selected and provided staff development
for their educational leaders in a haphazard manner.
If school systems are to increase the effectiveness
of their administrators and at the same time broaden the
pool to be more representative of the larger population
(i.e., youth, women. Blacks and other minorities), they
need to give more attention to the skills and competency
of their administrators and to the criteria for the initial
selection of administrators. The era of paper credential-
ing is dead.
If school administrators are to survive as viable
and effective leaders in education, it is imperative that
school systems continue to search for ways on how best to
select and continue to train and prepare them for the tasks
and challenges that they will encounter.
The purpose of this study was to design a model
program based on the following research questions:
1. What are the essential characteristics, traits,
skills, and tools that prospective educational
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administrators need, as perceived by current
administrators in a selected urban school system,
the Atlanta Public School System, if they are
to be effective educational administrators in
a large urban school system?
2. What do the current field administrators perceive
as necessary components of an effective selection
process?
3. What kind of initial staff development is per¬
ceived necessary to insure initial and some
continued effectiveness on the part of educa¬
tional administrators?
4. How will a viable model look based on research
data obtained from administrators in a large
urban school system?
The review of the literature in Chapter II identified
some leadership effectiveness skills of public school ad¬
ministrators. Among those leadership skills most frequently
identified were the following:
1. Concepts and techniques used in human-interper¬
sonal relations
2. The ability to communicate effectively
3. The ability to discipline students effectively
4. Skills in conceptualizing, planning, and imple¬
menting instructional change
5. Skills in assessing needs and personal evalua¬
tion.
99
In addition to the above leadership effectiveness
skills, the literature pointed out a need for an adminis¬
trative training program. Such a training program could
conceivably ensure that a school district would have a corps
of well-trained, educational administrators available for
service.
The review of the literature and the data, gathered
from administrators in the questionnaire survey, served
to substantiate the researcher's hypotheses that there is
a need for the additional training of administrators, prior
to their being given full responsibilities of their appoint¬
ment, beyond that presently offered by the colleges and
universities.
The Delphi Technique,^ used to gather data for this
research project, is a procedure in which an attempt is
made to overcome certain factors (i.e., influence of high
position leaders, peer pressure) which are generally present
when participants are brought together into one place to
achieve consensus. This technique is a carefully designed
program of sequential interrogations, interspersed with
information and opinion feedback. The questioning usually
is conducted best by a series of questionnaires.
Three questionnaires were used to gather data
for this study. Each questionnaire was divided into
^Frederick R. Cyphert and Walter I. Gant, "The Delphi
Technique: A Tool for Collecting Opinions in Teacher Educa¬
tion," in Emerging Patterns of Administrative Accountability,
ed. Lesley H. Browder, Jr. (California: McCutchan Pub-
lishing Company, 1971), pp. 185—186.
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categories; Staff Development Component, Ingredients of
the Program, and Candidate's Qualifications. Listed under
each category were items which were perceived to have some
relevance in selecting and preparing administrators to
operate effectively in the large urban school systems.
Administrators were to make predictions about the future.
What will be required of urban school administrators in
the next ten (10) years?
As indicated earlier, some of the administrators
stuck with this project from its inception to the end:
Cabinet-level administrators and an assistant area super¬
intendent. Even though all of the administrators did not
participate in all three questionnaires, a large percentage
of administrators did. In view of this fact, one can con¬
clude that the model is based upon a majority of administra¬
tors in a selected urban school system, the Atlanta Public
School System. One of the reasons for such a large per¬
centage of returns may be attributed to immediate feedback.
As a matter of fact, many administrators called and/or added
comments, expressing this as one of the reasons for their
interest and participation. Subsequent to each question¬
naire, administrators were given a summary of judgments.
For each item in the questionnaire, administrators were
given a percentage indicating all responses recorded for
a given item and an "X" indicating their judgment.
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The finding resulting from the analysis of data
revealed that more than seventy-five percent (75%) of ad¬
ministrators who responded to the questionnaires felt that
an administrative training program should be established
in urban school systems, especially in the Atlanta Public
School System. Such a program should be designed for the
initial training of administrators (assistant principals,
principals, area superintendents, assistant superintendents)
prior to their appointments to an administrative position.
A brief summary of the results in each of the three cate¬
gories (Staff Development Components, Ingredients of the
Program and Candidate's Qualifications) follows;
Staff Development Component. Administrators felt
that an administrative training program was needed in urban
school systems, especially the Atlanta Public School System.
However, they were not desirous of the involvement of other
urban school systems as can be seen by the fact that five
percent of administrators ranked it of very high importance.
Administrators did feel, however, that institutions of
higher learning would be of assistance in the implementation
of a training program.
Cabinet-level and non-Cabinet level administrators
felt that curriculum and programmatic development should
be of top priority in a program of staff development.
Practicing administrators also indicated that during the
training program there should be continuous evaluation of
the progress of the aspirants.
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The total group of administrators felt that the
organizational structure of the training program should
lend itself to specializing in identified area of interest;
however, this was not of the highest of very high impor¬
tance. Administrators felt that there were basic areas
in which all administrators needed the same kind of general
training.
Ingredients of the Program. Administrators felt
that all of the items identified in this category were very
important with the exception of research and evaluation.
Both human/interpersonal relations and the ability
to communicate received over two-thirds endorsement as being
of high importance.
Areas in which over two-thirds of the administrators
felt items were of the highest or very high importance
centered around school/community relations, school law/
school finance, personnel evaluation, child growth and
development, curriculum development, group dynamics, needs
assessment, and tools for effective management.
Candidate's Qualifications. Administrators who
responded to this category felt that the most critical
qualifications of an aspirant related to his/her previous
work record. More than two-thirds of the total group of
administrators felt that a candidate's work history must
indicate that he/she is dependable, responsible, perceptive,
and possesses mature judgment.
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Administrators also felt that a candidate's positive
attitude toward the community and children and his/her sound
mental and physical health were crucial factors to be con¬
sidered in selecting participants for the training program.
When questioned as to who should participate in the
program, administrators indicated that any professional
employee who already has a position in the Atlanta Public
School System should be considered. They further indicated
that those persons should have successfully completed three
years of service in the school system.
Other areas in which a large percentage of the total
group of administrators felt that items were of the highest
importance centered around a candidate's integrity and the
ability to communicate effectively.
Conclusions
1. Based on the findings, it appears that school
systems should establish their own program for
training educational administrators.
2. The findings clearly indicate that administrators
have definite ideas as to what should be included
in such a program.
3. The findings further indicate that practicing
administrators feel that criteria should be
established in order for aspirants to be selected
to participate in such a training program.
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A Model for an Administrative Training Program
The Administrative Training Program as described
herein is an illustrative model. The position titles uti¬
lized in the model may or may not exist in all urban school
systems. In situations where the position titles are dif¬
ferent from those used in the model, the researcher suggests
that persons performing those job functions be responsible
for the specific activity.
Responsibility for the coordination of the Adminis¬
trative Training Program should rest with the Director of
Staff Development. The Director of Staff Development would
report directly to the Assistant Superintendent for Instruc¬
tional Planning and Development. Under the direction of
the Director of Staff Development, and in conjunction with
the Assistant Superintendent of Personnel, appropriate
regulations regarding the operation of the program should
be prepared.
Administrative Training Committee (consisting of
Director of Staff Development, Assistant Superintendent
for Instructional Planning and Development, Assistant Super¬
intendent for Personnel, Associate Superintendent for Edu¬
cational Operations, two (2) Area Superintendents, six (6)
principals, five (5) classroom teachers, two (2) representa¬
tives from institutions of higher education, and one (1)
consumer for each attendance area) should be established.
Such a committee would be responsible for planning specific
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activities of the program in accordance with appropriate
regulations of the urban school system.
Organization of the Administrative Training Program
The Administrative Training Program should provide
training experiences for persons who aspire to administra¬
tive positions. The following organizational structure
should enable each trainee to participate in a continuous
program of growth and development through several stages,
each having a specific emphasis, and each successive level
offering an opportunity for the school district to place
greater confidence in the trainee. The program should be
comprised of the following four phases;
Phase I Seminar
This phase should provide an introduction to adminis¬
tration in an urban school system. It would seek
to provide participants with relevant data and ex¬
periences through which individual's potential might
emerge; introduces aspirants to management, leader¬
ship and interpersonal skills essential to effective
administration. The seminars, using a variety of
presenters would provide a forum through which trainees
can examine several aspects of the administrative
role. These activities, planned to take place on
in-service days, should make it possible for aspi¬
rants to participate and carry-out their regular
district assignments. It is the belief of the re¬
searcher that, in order for the seminar to be
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effective and to guard against preparing an excessive
number of administrators for the pool, initial enroll¬
ment should be limited to twelve (12) persons. It
is further suggested that this phase of the cycle
run for one academic year with a minimum of one day
every two months of seminar sessions. The initial
twelve persons should be selected through a screening
process, using the candidate's qualifications listed
under eligibility, included in this section of the
paper.
Phase II Curriculum Project
Emphasis would be placed on curriculum and program¬
matic development. Guidance would be provided by
Cabinet level administrators. Each Cabinet level
administrator would work closely with each trainee
on a curriculum project (i.e., the Assistant Super¬
intendent for Instructional Planning and Development
would work with each trainee individually to ensure
that each has a working knowledge of his job function
and how his job relates to the entire system, par¬
ticularly, the delivery of services to children).
Each trainee would rotate periodically from one
Cabinet level administrator to another. It is
suggested that each trainee spend a minimum of five
(5) full consecutive days with each Cabinet level
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administrator. Additionally, it is suggested that
this phase of the training take place during the
summer.
Phase III Practicum
This phase would provide an opportunity for trainee
to translate theory into practice. These activities
would take place at the individual school level.
Each trainee (being relieved of all other district
responsibilities for a period of one academic year)
would receive close and careful guidance from the
principal of a school. Each trainee would rotate
periodically (every six weeks) from one school to
another. The rotation of each trainee from one
school to another is designed to insure that each
trainee is exposed to several types of communities
and student bodies. At this phase aspirants will
be engaged in observation, reflection, and exchange
of information.
Phase IV Internship
This phase would provide the trainee with intensive,
on-the-job training. Each intern, serving as prin¬
cipal of a small school, would receive close and
careful guidance from a supervisory team. The super¬
visory team would consist of a principal, area super¬
intendent, assistant superintendent, and a representa¬
tive from an institution of higher learning. This
phase of the training program would last for one
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academic year. In the event that a school is not
available for a trainee, the researcher suggests
the following; that the present principal at a
school be assigned special duties as assistant prin¬
cipal at another school or that the principal be
given special assignment at central office for
one academic year to free a school for the trainee.
A diagram of each phase is found in Figure 3.
Eligibility
To operationalize recommendations, persons eligible
to participate in the Administrative Training Program would
meet the following criteria:
1. Aspirant must have satisfactorily completed three
years of service in that particular public school
system.
2. Aspirant must have satisfied minimum state re¬
quirements for a principalship position.
3. Aspirant must write a letter of intent.
4. Aspirant must submit three letters of recommenda¬
tion.
5. Aspirant must demonstrate a positive attitude
toward the community and children.
6. Aspirant must be able to articulate a philosophy
of education espousing inherent good and worth
in all people.
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Figure 3. Administrative training program.
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7. Aspirant must demonstrate that he/she has the
ability to communicate orally as well as in
writing.
8. Aspirant must possess sound physical and mental
health.
9. Aspirant must score satisfactorily on an appro¬
priate test to measure potential administrative
ability.
10. Aspirant's previous work history must indicate
that the person is dependable, responsible,
perceptive, and possesses mature judgment.
11. Aspirant must have a track record of high in¬
tegrity.
Professional employees who meet the above criteria
would be eligible to participate in Phase I satisfactorily
would automatically be invited to participate in Phase II
of the Administrative Training Program. Placement of par¬
ticipants in Phases III and IV would at the discretion of
the Administrative Training Committee be based on well-
established criteria of determination. Additionally, all
participants at Phases III and IV must be recommended by
the superintendent and approved by the board of education.
Topics to Be Covered During the Training Program
Administrators expressed very definite ideas as
to the ingredients of the staff development component. The
Administrative Training Committee, whose responsibility
it is to plan the specific activities of all of the phases
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of the training conunittee, should make sure that those
topics identified by administrators are interwoven into
all phases, and appropriately dealt with during the train¬
ing.
Topics identified by administrators are as follows:
1. Management by objectives






7. School Community Relations
8. School Law and School Finance
9. Communications10.Child growth and development
Evaluation
As a candidate progresses through each phase of the
program, his/her progress should be continuously monitored
and evaluated.
Written as well as oral examinations should be ad¬
ministered to each trainee prior to his/her moving from
one phase to the next. The Division of Research and Eval¬
uation would design, or recommend from existing instruments,
an appropriate instrument for evaluating the trainee's
ability and progress.
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The Intent of the Model
The researcher has presented a training model de¬
signed to prepare administrators to more effectively deal
with critical issues facing urban school education. During
all phases of the Administrative Training Program, partici¬
pants would be afforded an opportunity to become familiar
with district policies and procedures, the organizational
structure of the school system, state laws and state sta¬
tutes, and the characteristics of effective administrative
practice.
In the event that there are not enough positions
available for those persons who successfully complete the
training program, the following is recommended: (1) that
aspirants be put into an eligibility pool and that such
pool be utilized as administrative vacancies occur and
(2) that aspirants return to their original positions in
the system until administrative positions occur.
This model was designed on the premise that this
would be the only mechanism for initially becoming an ad¬
ministrator in this school system. Finally, the researcher
would like to remind the readers that:
1. Regardless of academic training or previous
experience, aspirants for administrative posi¬
tions within the system must participate in the
Administrative Training Program.
It is expected that aspirants that are diligent
and qualified can complete the Administrative
2.
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Training Program in a minimum of three (3)
years.
3. Participants in the Administrative Training
Program are required to have completed at least
three (3) years in the school system.
Implications and Recommendations for Further Research
The findings of this research project suggest that
continuing inservice education and training of educational
administrators are necessary, if they are to meet the grow¬
ing challenges of their profession.
Critical issues and problems which currently face urban
school administrators were identified in Chapter I. Among
those were: teacher organization and teacher militancy;
parental apathy and alienation; school desegregation; stu¬
dent rights; and school finance.
If aspirants to an administrative position are com¬
petent, possess administrative potential, are diligent and
pursue and complete such a training program, they will be
better equipped to deal with the confusion and chaos of
desegregation, the low expectations of teachers regarding
children who come from minority and low-income groups and
all of the other problems inherent in urban education.
One of the tasks of administrators who responded
to the questionnaire was to identify ingredients of the
training program. It was interesting to note that of the
highest importance was the item dealing with human/inter¬
personal relations; skills which enable the administrator
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to better understand and work with different individuals
and groups in his constituency—colleagues, teachers, par¬
ents, members of various political groups, and members of
the board of education.
The items dealing with human/interpersonal relations
and communications received an overwhelming endorsement
from administrators who responded to the questionnaires;
therefore, one might conclude that those of us who are
responsible for teaching those skills have not been very
successful. It would appear that universities and institu¬
tions which are responsible for training administrators
to function in an urban school system, might strengthen
their current program in terms of teaching people to com¬
municate orally as well as in writing and provide several
settings and opportunities for administrators to become
proficient in working with individuals and groups of people.
If urban school administrators are to meet these
challenges as well as prepare for future ones, they must
possess a diversity of skills. An appropriate means of
accomplishing these ends, prior to an administrator assuming
total responsibility for the job, is an administrative
training program.
Recommendations
It is recommended that the administrative training
program be implemented and evaluated.
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An evaluation of the model when implemented with
or without modification, should be conducted to ascertain
if the additional training of administrators has made a
difference.
It is also recommended that this study be conducted
to determine the essential characteristics, traits, skills
and tools that prospective educational administrators need,
as perceived by employees below the principal level.
Further research is recommended in the suburban
setting. It is suggested that the model be tested in school
systems in transition, in other urban school systems, and
in rural school systems. Information obtained from such
research might be used to provide more effective delivery
of services to children.
Finally, it is recommended that this research be
conducted to determine the essential characteristics, traits,
skills and tools that prospective educational administrators
need, as perceived by the board of education.
In conclusion, the extent to which there is an ef¬
fective delivery of services to children in the classroom
is directly related to effective leadership of school ad¬
ministrators from the central office to the school building
level. The only reason for establishing a program for the
initial selection and staff development of administrators
is to assure that school systems yield or turn out the best
product possible for effective citizenship.
APPENDIX 1
Organizational Structure of the Atlanta Public Schools
from the
Board of Education through the Cabinet
and
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doctoral study.
The proposed dissertation title is; "A Model Program for the
Initial Selection and Staff Development of Administrators in
A Selected Urban School System."
I am more than confident that the proposed study will be
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DIVISION OF RESEARCH AND EVALUATION
210 PRYOR STREET, S. W.
ATLANTA, GEORGIA 30303
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Ms. Hortense G. Evans
c/o Dr. John A. Minor
Atlanta Public Schools
Administration Building
224 Central Avenue, S. E.
Atlanta, Georgia 30303
Dear Ms. Evans:
Your research proposal entitled "A Model Program for the Initial
Selection and Staff Development of Administrators in a Selected Urban
School System" has been reviewed and approved by the Research Screening
Committee.
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I am a Rockefeller Fellow enrolled in the Doctoral Program in Educational
Administration at Atlanta University. I have been granted permission to
conduct a research study in the Atlanta Public Schools.
The purposes of the research are: (1) to gather data from practitioners
in the Atlanta Public Schools relative to their perceptions of essential
characteristics of effective administrators; (2) to ascertain the kind
of staff development perceived as necessary to insure continued effective¬
ness of administrators; (3) to find out their perceptions of components
of an effective selection process; and (4) to design a model program for
the selection and staff development for administrators in the Atlanta
Public Schools.
This study is unique because it affords you, an administrator in the
system, an opportunity to give genuine input into an effective process.
Additionally, it permits the researcher to design a model based on your
self-assessed needs.
This proposed research study has been discussed with various administra¬
tors presently employed in the school system. The Office of the Associate
Superintendent, as well as the Division of Instructional Planning and
Development, feel that such a study would be most beneficial and of
significant worth to the Atlanta Public Schools.
I would appreciate it if you would take about thirty (30) minutes of
your most precious and valuable time and respond to the enclosed
questionnaire. Upon completion of the questionnaire, please return to
Dr. John A. Minor, Jr., Associate Superintendent.
Do not sign your name on the questionnaire enclosed. Your responses
will be confidential.
Thanking you in advance for your cooperation.
Very Sincerely,
Hortense G. Evans
4595 Washington Road, Apt. 7-A









for Educationai Operations AugUSt 5, 1977
Dear Fellow Colleague:
I was very pleased when Mrs. Evans informed me of her plans to
research a topic of particular interest to the Atlanta Public Schools.
As you are aware, Mrs. Evans who is a Rockefeller Fellow at Atlanta
University, just completed her internship in the Office of the
Associate Superintendent. I am impressed with her potential and feel
confident that her study will make a significant contribution toward
achieving the goal of quality education for all children in the system.
Investigating and identifying future needs of administrators, in order
to design an appropriate selection process and staff development model
appears to be a move in the right direction toward preparing vibrant,
effective educational leaders.
I support the study and solicit your assistance in helping a most
promising colleague realize her professional goals.
.^hn A. Minor, Jr.
QUESTIONNAIRE 1
This is the first of three questionnaires. You will find listed on the following pages: staff development components, candidate
qualifications, and ingredients of an administrative training program. You are being asked to read each statement on the following pages
and rate each as to how important you think it is in selecting and preparing administrators to operate effectively in the Atlanta Public
School System in the future. Additionally, you are being asked to extend each list to whatever length you desire.






have one year teaching
experience prior to assum¬
ing post as an administrator [ ]
of very high
importance
of high of medium of some of iittle or no
importance importance importance importance
IX] I ] [ ] [ ] [ ]
COMMENTS
In making your judgments, try to project to the future. What will be required of administrators in the Atlanta Public School System
in the next ten (10) years?
Today you are being asked to do the following things:
1. Read and rate each statement in the questionnaire.
2. Extend the list to whatever length you desire. Use additional sheets if necessary.
3. Return the enclosed questionnaire to: Office of the Associate Superintendent on or before September 14,1977.
REMEMBER:
1. Your responses will be confidential
2. Please mark a box for each statement. Do not mark more than one box for each statement.
3. Give a brief comment following your answer expressing some of the reasons for your answers.
4. Questionnaires are coded to assist the reeearcha': in following up unreturned questionnaires; and will be used to return




Please place an "X” in each space that best represents you.
1. Administrative Experience 2.
1—5 years
6 — 10 years
11—20 years
over 20 years
Please complete the following statements by placing the appropriate answer in each space.
3. Number of years employed in the Atlanta Public School System:
4. University from which you earned your highest degree:




















1. An Administrative Training Program
should be established for the Atlanta
Public School System for initially
training administrators (assistant
principals, principals, area superin¬
tendents, assistant superintendents)
prior to their appointments to an
administrative position.
[ 1 [ ] [ ] [ 1 [ ] [ ]
PLEASE COMMENT ON THE NATURE OF SUCH A PROGRAM IF YOU THINK ONE SHOULD BE ESTABLISHED. FIRST BY RESPONDING TO THE ITEMS BELOW. THEN BY GIVING
YOUR SPECIFICS ABOUTWHAT YOU THINK SUCH A PROGRAM SHOULD BE.
2. Institutions of highs' learning, in
the area, must assist the local school
system in the implementation of an
initial staff development program.
( 1 ( J [ 1 1 ] 1 J ( ]
3. Administrators from other urban
school systems must assist the local
school system in the implementation
of an initial staff development
program.
[ 1 [ 1 [ ] [ 1 [ ] [ 1
4. An Administrative Training
Committee must be established
to direct the activities of such a
program.
[ ] [ ] [ 1 1 1 ( I [ J
5. One person must be given the author¬
ity and responsibility to direct the
activities of such a program.
[ 1 [ ) [ 1 [ 1 [ ] [ 1
6. Prospective administrators must be
provided intensive on-the-job
training in such a program.
[ 1 [ 1 ( J ( 1 [ ] [ )
STAFF DEVELOPMENT COMPONENT
OF THE HIGHEST OF VERY HIGH OF HIGH OF MEDIUM OF SOME OF LITTLE OR
IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE NO IMPORTANCE COMMENTS
PLEASE SPECIFY OTHER COMPONENTS OF THE STAFF DEVELOPMENT PROGRAM WHICH YOU FEEL SHOULD BE INCLUDED
INGREDIENTS OF THE FKUGHAM.
Prospectiveadministrators need training in OF THE HIGHEST OF VERY HIGH OF HIGH OF MEDIUM OF SOME OF LITTLE OR
the followingareat:IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE COMMENTS
1. Human/Interpersonal Relations [ 1 [ ] [ 1 [ 1 [ ] [ 1
2. Curriculum/Program Develop¬
ment [ ] [ ] [ ] [ 1 [ 1 [ ]
3. Management by Objectives [ 1 ( 1 1 1 [ 1 [ 1 [ 1
4. Needs Assessment ( 1 ( ] [ 1 [ 1 [ 1 1 1
5. Conflict Intervention I 1 [ ] I ] [ 1 I ] [ ]
6. Interview Techniques [ ] [ ] [ 1 [ ] [ 1 [ ]
7. Communications
(Verbal and written) [ ] [ ] [ 1 [ ] 1 ] [ ]
8. Group Dynamics [ 1 [ ] [ ] [ ] [ 1 [ ]
INGREDIENTS OF THE PROGRAM
OF HIGH OF MEDIUM
IMPORTANCE IMPORTANCE
OF SOME OF LITTLE OR
IMPORTANCE NO IMPORTANCE COMMENTS
OF THE HIGHEST OF VERY HIGH
IMPORTANCE IMPORTANCE








OF THE HIGHEST OF VERY OF HIGH OF MEDIUM OF SOME OF LITTLE OR
CANDIDATE QUALIFICATIONS IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE NO IMPORTANCE COMMENTS
PLEASE GIVE YOUR RESPONSE CONCERNING THE FOLLOWING CROUPS OF PERSONS AS BEING CANDIDATES DF THE TRAINING PRDGRAM
1. Any professional employee who already
has a position in the Atlanta Public
School System.
[ 1 [ ] [ ] 1 ]■ [ 1 [ ]
2. Any professional employee who has satis¬
factorily completed one year of service
in the Atlanta Public School System.
[ 1 [ 1 [ ] [ ] [ ] [ ]
3. A candidate must have satisfied minimum
state requirements for a principalship
position.
I ] [ ] [ 1 [ ] [ ] [ ]
4. A candidate must write a letter of
intent.
t ] [ 1 [ ] [ 1 [ ] [ 1
5. A candidate must obtain three letters
of recommendations from persons
qualified to attest to his ability as a
potential administrator.
[ ] [ ] [ ] [ 1 [ ] [ 1
6. A candidate must have demonstrated a
positive attitude toward the community
and children.
( ] [ ] [ ] [ ] [ ] [ ]
7. A candidate must demonstrate that he
is able to articulate a philosophy of
education which says that there is
inherent good and worth in all people.
[ ] [ 1 [ ] [ ] [ ] [ ]
OF THE HIGHEST OF VERY HIGH OF HIGH OFMEOlUM OF SOME OF LITTLE OR NO
CANOIOATE QUALIFICATIONS IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE COMMENTS









This is the second of three questionnaires. This questionnaire comprises your responses from the first questionnaire and some
additional items that respondents suggested on the first questionnaire. For the sake of brevity, some of the items which you listed are
not included on this questionnaire. Many of the items have been^categorized and condensed into single items, all of the items suggested
were not listed verbatim, and a few of the items have been left off altogether.
In the first questionnaire, you rated some statements as to their importance in selecting and preparing administrators to operate
effectively in the Atlanta Public School System, as well as, listed additional staff development components, candidate's qualifications, and
ingredients of an administrative training program.
On this questionnaire, you are given a summary of judgments made on the first questionnaire. For each of the statements, you












OF LITTLE OR NO
IMPORTANCE COMMENTS
Ability to translate
philosophy into goals 2% 10% 18% 24% 31%
X
15%
In making your judgments, try to project to the future. What will be required of administrators in the Atlanta Public School
System in the next ten (10) years?
Today, you are being asked to do the following things:
1. Read and rate each statement in the questionnaire.
2. If you wish to change your rating, mark the appropriate box,
3. Add any additional statement(s) that you feel important and should be included.
4. Return the enclosed questionnaire to: Office of the Associate Superintendent on or before October 7, 1977.
REMEMBER
1. Your responses will be confidential.
2. Please mark a box for each statement; however, do not mark more than one box for each statement.
3. Give a brief comment following your answer expressing some of the reasons for your answers.
4. Questionnaires are coded to assist the researcher: in following up unreturned questionnaires; and will be used to return
summaries of questionnaires two and three to the appropriate administrator.











OF LITTLE OR NO
IMPORTANCE COMMENTS
1. An Administrative Training Program
should be established for the Atlanta
Public School System for initially
training administrators (assistant
principals, principals, area superin¬
tendents, assistant superintendents)
prior to their appointments to an
administrative position.






PLEASE COMMENT ON THE NATURE OF SUCH A PROGRAM IF YOU THINK ONE SHOULD BE ESTABLISHED. FIRST BY RESPONDING TO THE ITEMS BELOW, THEN BY GIVING
YOUR SPECIFICS ABOUT WHAT YOU THINK SUCH A PROGRAM SHOULD BE.
Institutions of higher learning, in
the area, must assist the local school [
system in the implementation of an
initial staff development program.
Administrators from other urban
school systems must assist the local
school system in the implementation (
of an initial staff development
program.
An Administrative Training
Committee must be established [
to direct the activities of such a
program.
One person must be given the author¬
ity and responsibility to direct the [
activities of such a program.
Prospective administrators must be
provided intensive on-the-job [











[ 27% ] [ 17% 1 I 10% ] [ 5% ]
[ 19% ) I 24% ] [ 31% ] [ 15% ]
[ 31% ] [ 11% ] [ 12% ] [ 8% ]
[ 22% ] [ 9% ] [ 10% 1 [ 6% ]
[ 25% ] ( 12% ] ( 5% ] [ 3% ]
OR THE HIGHEST OF VERY HIGH OF HIGH OF MEDIUM OF SOME OF LITTLE OR NO
STAFF DEVELOPMENT COMPONENT IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE NO IMPORTANCE COMMENTS
7. During the training program,
prospective administrators must be
exposed to the expectations of per¬
sons holding various administrative
positions as ascertained from parents,
consumers, clients, etc.
[ ] 1 1 [ ] [ 1 [ 1 1 1
8. During the training program,
prospective administrators must be
assigned a variety of administrative
responsibilities related to curriculum
development, pupil personnel services,
budget and finance, etc.
[ 1 [ 1 [ ] [ ] 1 ] [ 1
9. During the training of the prospective
administrators, there should be step¬
wise, systematic, and continuous
evaluation of their progress.
[ ] 1 ] [ ] [ 1 [ ] [ ]
10. Prospective administrators must be
provided training in programmatic and
organizational development.
1 ] [ 1 [ ] [ ] [ 1 t 1
11. Local classroom teachers should have
input into the implementation of the
administrative training program.
[ 1 I 1 1 ] [ 1 1 ] t 1
12. The organizational structure of the
administrative program should lend
itself to specialization in the identified
area of interest of the prospective
administrator, i.e., principal, area
superintendent, assistant superintendent.
[ ] t ] [ ] [ ] [ 1 t ]
INGREDIENTS OF THE PROGRAM
Prospective administrators need training in OF THE HIGHEST OF VERY HIGH OF HIGH OF MEDIUM OF SOME OF LITTLE OR NO
the following areas: IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE COMMENTS
1. Human/Interpersonal Relations [ 62% ] [ 31% ] [ 5% J [ 1 [ 2% 1 [ 1
2. Curriculum/Program Develop¬
ment [ 43% ] [ 41% ] [ 12% ] [ 2% ] [ 2% 1 [ 1
3. Management by Objectives [ 31% ] [ 36% ] [ 21% ] [ 9% ] [ 2% 1 [ 1% ]
4. Needs Assessment t 35% ] [ 40% ] ( 19% ] [ 5% 1 [ 1% 1 [ 1
5. Conflict Intervention ( 31% ] [ 41% ] [ 21% ] ( 4% ] [ 2% 1 [ 1% ]
6. Interview Techniques [ 18% ] [ 36% ] [ 30% ] [ 10% 1 [ 6% 1 [ 1
7. Communications
(Verbal and written) [ 54% ] [ 29% ] [ 15% ] [ 1% ] [ 1% ] [ ]
8. Group Dynamics [ 45% ] [ 35% ] [ 19% ] [ 1% ] [ ] ( ]
9. School/Community Relations [ ] [ ] [ ] [ ] [ ) [ 1











10. Issues and problems in
American Education [ 1 [ 1 [ 1 [ ] [ ] [ ]
11. School Law/School Finance [ ] [ 1 [ ] [ ] [ ] [ ]
12. Pupil Personnel Services [ ] [ ] [ ] [ ] [ ] [ ]
13. Research and Evaluation [ 1 [ ] [ ] [ ] [ 1 [ ]
14. Tools for effective management
and administration [ ] [ ] [ ] [ ] [ ] [ ]
15. Personnel Evaluation [ ] [ ] [ 1 [ ] [ ] [ ]
16. Child growth and development [ ] [ ] [ 1 [ ] [ ] [ ]
17. Identifying pressure groups
and properly responding [ ] [ ] [ ] [ ] [ ] [ ]
CANDIDATE'S QUALIFICATIDNS
OF HIGH OF MEDIUM
IMPORTANCE IMPORTANCE
OF SOME OF LITTLE OR
IMPORTANCE NO IMPORTANCE COMMENTS
OF THE HIGHEST OF VERY HIGH
IMPORTANCE IMPORTANCE
PLEASE GIVE YOUR RESPONSE CONCERNING THE FOLLOWING GROUPS OF PERSONS AS BEING CANDIDATES OF THE TRAINING PROGRAM
Any professional employee who already
has a position in the Atlanta Public
School System.
[ 24% ] [18% ] [ 22% 1 [ 9% J [15% 1 [ 12% ]
Any professional employee who has satis¬
factorily completed one year of service
in the Atlanta Public School System.
[ 10% ] [15% ] [ 23% 1 [ 11% ] [ 28% ] [ 13% ]
A candidate must have satisfied minimum
state requirements for a principalship
position.
[ 34% ] [31% ] [ 25% ] [ 4% 1 [ 4% ] [ 2%
A candidate must write a letter of
intent.
[ 20% 1 [13% ] [ 28% ] [ 23% ] [ 9% 1 [ 7% ]
A candidate must obtain three letters
of recommendations from persons
qualified to attest to his ability as a
potential administrator.
[ 23% ] [ 25% ] [18% ] [ 15% ] [9% ] [ 10% 1
A candidate must have demonstrated a
positive attitude toward the community
and children.
[ 52% ] [ 27% ] [ 17% ] [ 1% 1 [ 3% ] [
A candidate must demonstrate that he
is able to articulate a philosophy of
education which says that there is
inherent good and worth in all people.
[ 43% 1 [ 31% ] [18% ] [ 4% ] [4% ] [
A candidate must have demonstrated
some problem solving ability—analytical
thinking.
] [ ] [ ] [ 1 [
OF THE HIGHEST OF VERY HIGH OF HIGH OF MEOlUM OF SOME OF LITTLE OR NO
CANOIOATE'S QUALIFICATIONS IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE COMMENTS
9. A candidate must score satisfactorily
on an appropriate test to measure
potential administrative ability.
1 ] ( 1 [ 1 [ 1 [ 1 [ 1
10. A candidate must have impressive
academic training credentials. [ ] ( ] [ ] ( ] ( 1 1 1
11. A candidate must have a positive
track record of high integrity. I 1 I 1 [ ] [ 1 [ 1 [ ]
12. A candidate must have sound
physical and mental health.
t ] [ 1 1 ] [ 1 [ 1 [ ]
13. A candidate's previous work history
must indicate that he/she is depend¬
able, responsible, perceptive, and
possesses mature judgment.
1 1 [ ] I ] [ 1 [ 1 [ ]
14. A candidate must have demon¬
strated a high level of written and
oral communication skills.
1 1 [ I t 1 [ 1 f 1 [ 1
QUESTIONNAIRE 3
This is the third and last of three questionnaires. This questionnaire comprises your responses from the first and second questionnaires.
In the first and second questionnaires, you rated some statements as to their importance in selecting and preparing administrators to operate
effectively in the Atlanta Public School System.
On this third questionnaire, you are given a summary of judgments made on the second questionnaire. For each of the statements, you
will find: (1) a percentage indicating all responses recorded for a given item; and (2) an "X" indicating your judgment.
EXAMPLE;
OF THE HIGHEST OF VERY HIGH OF HIGH OFMEOlUM OF SOME OF LITTLE OR NO
Ability to articulate a
philosophy of education
IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE
[ 10% ] [ 2% 1 [ 15% ] [ 18% ] [ 31% ] [ 24%
X
In making your judgments, try to project to the future. What will be required of administrators in the Atlanta Public School System in the
next ten (10) years?
Today, you are being asked to do the following things:
1. Read and rate each statement in the questionnaire.
2. If you wish to change your rating, mark the appropriate box.
3. Return the enclosed questionnaire to: Office of the Associate Superintendent on or before October 31,1977.
REMEMBER
1. Your responses will be confidential.
2. Please mark a box for each statement; however, do not mark more than one box for each statement.
3. Questionnaires are coded to assist the researcher: in following up unreturned questionnaires; and will be used to return summaries of
questionnaires two and three to the appropriate administrator.
4. This is the last time that you will rate these statements.






OF SOME OF LITTLE OR NO
IMPORTANCE IMPORTANCE
OF THE HIGHEST OF VERY HIGH
IMPORTANCE IMPORTANCE1.An Administrative Training Program
should be established for the Atlanta
Public School System for initially
training administrators (assistant [ 43% ] [ 24% ] ( 16% ] [ 4% 1 [ 13% ] [ ]
principals, principals, area superin¬
tendents, assistant superintendents)
prior to their appointments to an
administrative position.
PLEASE COMMENT ON THE NATURE OF SUCH A PROGRAM IF YOU THINK ONE SHOULD BE ESTABLISHED. FIRST BY RESPONDING TO THE ITEMS BELOW, THEN BY GIVING
YOUR SPECIFICS ABOUTWHAT YOU THINK SUCH A PROGRAM SHOULD BE.2.Institutions of higher learning in
the area, must assist the local school [ 11% 1 [ 32% ] [ 34% ] [ 11% ] [ 11% 1 [ 1% 1
system in the implementation of an
initial staff development program.3.Administrators from other urban
school systems must assist the local
school system in the implementation [ 2% ] [ 8% ] [ 14% ] [ 23% ] [ 41% J [ 12% J
of an initial staff development
program.4.An Administrative Training
Committee must be established
to direct the activities of such a
program.
8% 1 [ 26% ] [ 41% 1 ( 8% 1 [ 14% 1 [ 3% 15.One person must be given the author¬
ity and responsibility to direct the ( 17% ] ( 42% 1 [ 21% ] [ 7% ] [ 10% 1 [ 3% ]
activities of such a program.6.Prospective administrators must be
provided intensive on-the-job [ 16% ] ( 46% ] ( 21% ] I 12% ] t 5% ] [ ]
training in such a program.
OF THE HIGHEST OF VERY HIGH OF HIGH OF MEDIUM OF SOME OF LITTLE OR
STAFF DEVELOPMENT COMPONENT IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE NO IMPORTANCE
7. During the training program,
prospective administrators must be
exposed to the expectations of per- [ 14% ] [ 52% ] [ 23% ] [ 2% ] [ 4% ] [ 5% ]
sons holding various administrative
positions as ascertained from parents,
consumers, clients, etc.
8. During the training program,
prospective administrators must be
assigned a variety of administrative [ 40% ] [ 41% ) [ 15% ] [ 4% ] [ ) ( ]
responsibilities related to curriculum
development, pupil personnel services,
budget and finance, etc.
9. During the training of the prospective
administrators, there should be step¬
wise, systematic, and continuous
evaluation of their progress.
[ 50% ] [ 32% ] [ 14% ] [ ] [ 4% ] [ 1
10. Prospective administrators must be
provided training in programmatic and
organizational development.
[ 40% ] [ 28% ] [ 21% 1 [ 10% ] t ] [ 1% ]
11. Local classroom teachers should have
input into the implementation of the
administrative training program.
[ 10% ] [ 17% ] [ 50% ] [ 14% ] [ 6% ] [ 3% ]
12. The organizational structure of the
administrative program should lend
itself to specialization in the identified [ 18% ] [ 22% ] [ 35% ] [ 18% 1 [ 4% ] [ 3% ]
area of interest of the prospective
administrator, i.e., principal, area
superintendent, assistant superintendent
INGREDIENTS OF THE PROGRAM












OF LITTLE OR NO
IMPORTANCE
1. Human/Interpersonal Relations [ 67% ] [ 32% ] [ 1% ] [ ] [ ] [ ]
2. Curriculum/Program Develop-
ment • [ 50% ] [ 37% ] [ 11% ] [ 2% ] [ ] [ ]
3. Management by Objectives I 34% ] [ 37% ] [ 18% ] I 10% ] I 1% ] [ ]
4. Needs Assessment [ 37% ] [ 43% ] ( 15% ] [ 5% ] [ ] [ ]
5. Conflict Intervention [ 27% ] [ 49% ] [ 23% ] [ 1% ] [ ] [ ]
6. Interview Techniques [ 16% 1 [ 30% ] [ 40% ] [ 7% ] [ 7% 1 [ ]
7. Communications
(Verbal and written) [ 64% ] [ 28% ] [ 7% ] [ 1% ] [ ] [ ]
8. Group Dynamics [ 47% ] [ 41% ] [ 9% ) [ 3% ] [ ] [ ]
9. School/Community Relations [ 50% ] [ 40% ] [ 10% ] [ ] [ ] [ ]
OF THE HIGHEST OF VERY HIGH OF HIGH OF MEOlUM OF SOME OF LITTLE OR NO
INGREDIENTS OF THE PROGRAM IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE
10. Issues and problems in
American Education 1 20% ] [ 32% ] [ 40% 1 [
• 7% ] [ 1% 1 [ 1
11. School Law/School Finance [ 34% ] ( 47% ] [ 13% ] [ 5% ] [ 1% ] 1 ]
12. Pupil Personnel Services ( 15% ] [ 51% ] [ 31% 1 t 3% ] [ 1 [ 1
13. Research and Evaluation [ 17% 1 [ 18% ] t 42% 1 [ 18% ] t 5% I [ ]
14. Tools for effective management
and administration f 40% ] [ 44% ] f 13% ] [ 3% ] [ I [ ]
15. Personnel Evaluation [ 40% ] [ 40% ] [ 19% ] [ ] [ 1% ] 1 1
16. Child growth and development [ 43% 1 [ 35% ] [ 17% ] [ 5% ] [ ] [ ]
17. Identifying pressure groups
and properly responding [ 33% ] f 37% 1 ( 30% ] [ 1 [ ] [ ]
OF THE HIGHEST OF VERY HIGH OF HIGH OFMEOlUM OF SOME OF LITTLE OR NO
CANDIDATE'S QUALIFICATIONS IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE
PLEASE GIVE YOUR RESPONSE CONCERNING THE FOLLOWING GROUPS OF PERSONS AS BEING CANDIDATES OF THE TRAINING PROGRAM
1. Any professional employee who already
has a position in the Atlanta Public
School System.
[ 33% ] 1 21% 1 [ 24% 1 [ 6% 1 [ 8% 1 [ 8% ]
2. Any professional employee who has satis¬
factorily completed one year of service
in the Atlanta Public School System.
[ 13% 1 [ 17% ] ( 21% 1 ( 11% 1 ( 27% 1 t 11% ]
3. A candidate must have satisfied minimum
state requirements for a principalship
position.
[ 35% 1 [ 33% ] [ 25% ] [ 1% 1 [ 3% ] [ 3% 1
4. A candidate must write a letter of [ 18% J [ 21% ] [ 32% ] [ 18% 1 [ 7% 1 [ 4% ]
intent.5.A candidate must obtain three letters
of recommendations from persons [ 23% ] [ 33% ] I 16% ] f11%] [ 7%] [10% ]
qualified to attest to his ability as a
potential administrator.6.A candidate must have demonstrated a
positive attitude toward the community [ 61% ] [ 29% ] [ 10% ] [ ] [ ] [ ]
and children.7.A candidate must demonstrate that he
is able to articulate a philosophy of [ 49% ] [ 32% ] [ 14% ] [ 5% ] [ ] [ ]
education which says that there is
inherent good and worth in all people.8.A candidate must have demonstrated
some problem solving ability—analytical [ 38% ] [ 41% ] [ 17% ] [ 4% ] [ 1 [ ]
thinking.
OF THE HIGHEST OF VERY HIGH OF HIGH OFMEOlUM OF SOME OF LITTLE OR NO
CANDIOATE'S QUALIFICATIONS IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE IMPORTANCE
9. A candidate must score satisfactorily
on an appropriate test to measure
potential administrative ability.
.[ 3% ] [ 8% ] [ 21% 1 1 42% ] [ 15% 1 [ 11%] ]
10. A candidate must have impressive
academic training credentials.
[ 4% ] t 14% ] [ 48% ] [ 21% ] [ 7% ] [ 6% 1
11. A candidate must have a positive
track record of high integrity.
[ 50% 1 I 30% ] [ 17% ] [ 3% ] [ 1 1 1
12. A candidate must have sound
physical and mental health.
[ 53% 1 [ 31% ] [ 13% ] [ 3% ] [ 1 ( 1
13. A candidate's previous work history
must indicate that he/she is depend¬
able, responsible perceptive, and
possesses mature judgment.
[ 60% ] [ 24% ] [ 16% ] [ ] [ ] I 1
14. A candidate must have demon¬
strated a high level of written and
oral communication skills.
[ 37% ] t 27% ] 1 29% ] ( 4% 1 [ 3% ] [ ]
148
Conunents
The following represent the actual comments taken from
the questionnaires returned by administrators. To the left of
each group of comments, you will find a code (i.e., S—1, 1—12,
C—2) . The code refers to a specific item on the questionnaire.
For instance; S—1, refers to Staff Development Components,
question 1; 1-12, refers to Ingredients of the Program, question
12; and C—2, refers to Candidate's Qualifications, question 2.
Each item in the questionnaire has been repeated with
the comment written underneath it.
Staff Development Component
S-1 Administrative Training Program
A competent pool of administrators would always be avail¬
able .
The size and complexity of the system demands such a
program.
A business should train its own management personnel.
The best purpose of a local training component would be
to clarify and specify the administrators' task in rela¬
tion to the local environment.
This should be done in order that the new administrators
get a grasp on the system's routine matters.
The role is undefined for some positions. Training would
help clarify role and function of each.
On-the-job training is a must.
This approach would lend itself to perservice training
geared toward system's broad goals and objectives.
This task should be at least one year and mandatory.
Very helpful if used in appointments.
Assuming that administrators would be accepted from the
ranks.
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Not necessarily prior to appointment; might be better
immediately afterwards.
Should this be the responsibility of the school system?
Is public education assuming the role of higher education
institutions?
Exclude area superintendents and assistant superintendents
and their "Prior" requirements.
It seems to me that initial training would best be accom¬
plished by graduate institutions. The best purpose of
a local training component would be to clarify and specify
the administrators' task in relation to the local environ¬
ment.
I think that such a program should be established in the
university.
Too restricted. Persons other than APS employees should
participate.
Too many might train for a few positions.
S-2 Assistance from higher education
Clinical experience as well as research.
If they possess special skills.
There should be a blending of theory and practice in this
area.
School systems should assist institutions in what should
be taught.
Local and university inservice would be appropriate.
I think that this should be done within the framework
of the system.
Gives greater theoretical insight and rationale.
We have the "know-how" in the school system.
S-3 Assistance from urban systems
Could provide a wider base on insight and information.
That kind of input should be an imperative factor.
It could keep down "in-breeding."
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Good. They obtain new information.
State department may help.
Local persons could best deal with local problems and
concerns.
Advisory.
To share ideas and concepts.
S-4 Administrative Training Committee
A committee would preordain failure.
A committee may be needed for oversight.
Training needs some direction.
A committee may help to decide activities but one person
should direct the program.
Could provide meaningful evaluative review. I am sure
that such a program is needed.
Not to direct; but to monitor, plan and evaluate.
A program of such magnitude demands such a committee.
S-5 One person direct activities
Someone must be accountable.
For consistency and coordination.
A central office person must direct program.
Perhaps one person could act as a liaison, however, not
total responsibility for final activities.
Suggest four persons; one from each area.
A committee of persons.
S-6 On-the-job training
All the theory in the world will not take the place of
actual working experience.
Nothing can beat actual experience on the job; actual
practice compliments theory.
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The nature of administration and its impact on the com¬
munity demands such intensive training.
A means of improving the quality of administrators.
For "hands on" experiences.
On-the-job training would be just that with regularly
scheduled seminars and on-site visitations by staff de¬
velopers.
That is the university's role. The intensive training
should be before the job and the employee's energy should
be directed to the job when so assigned.
No one knows until they get here what is required on-the-
job.
S-7 Expectations of consumers
Parents, etc., are not experts in the field.
S-9 Continuous evaluation
With recycling as appropriate.
S-12 Specialization in the area of interest
I have mixed feelings about this one. Specialization
is important, but I suspect it should be lamented on top
of a solid core of generalized administrative skills.
Ingredients of the Program
I-l Human/Interpersonal Relations
These people would have this already.
1-2 Curriculum development
Should be unity and something for all.
1-3 Management by Objectives
Too many humanistic needs are neglected in MBO planning
in an elementary school.
1-5 Conflict Intervention
Essential to planning, organizing, motivating, and con¬
trolling for system-wide objectives attainment.
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1-6 Interview Techniques
Needed if administrators in the system are permitted to
participate in selection process of teachers and assis¬
tants.
1-7 Communications
Most important to be able to relate the school system's
goals to outsiders.
1-8 Group Dynamics
This training should be done by competent personnel in
the particular area.




1-12 Pupil Personnel Services
Does not eliminate handicapped.
Candidate's Qualifications
C-1 Employee with position in APS
If certification requirements have been met.
Maintain skills.
«
Must have been recommended for the program.
These "paper" criteria are useless only in the most gross
sense. Other promising individuals should also be included.
More than one year is needed for understanding the school
system's community.
C-2 Employee with 1 year in APS
Should have had at least three years in the APS.
Should have has at least five years in the APS.
Provided person has credentials.
State requirements for principal




Must be an employee in the system with three years of
experience.
C-5 Three letters of recommendation
The three letters of recommendation should be from certi¬
fied persons within the system; or at least two of the
three should.
Persons should be objective rather than subjective.
O.K., but keep the possibility of "spoils system" in mind.
The program should determine potential.
Too hard to evaluate writer's credentials.
C-7 Articulate philosophy
Philosophy is not as important as ability to implement.
Some talk and don't do; others do and don't talk.
C-9 Test to measure ability
A test score may be one predictor.
Not as important as past record.
C-10 Impressive academic credentials
The training, YES; the credentials, NO.
C-12 Sound mental and physical health
Mental more than physical.
Especially mental.
C-13 Work history - dependable
Not necessarily a work history, but some indicator.
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Dr. Luvern L. Cunningham
School of Education
The Ohio State University
Columbus, Ohio 43210
Dear Dr. Cunningham:
I am a Rockefeller Fellow enrolled in the Doctoral Program in Educational
Administration at Atlanta University, Atlanta, Georgia.
My dissertation topic is "A Model Program for the Initial Selection
and Staff Development of Administrators in A Selected Urban School
System."
As a part of the literature search, I anticipate including current practices
of selection and staff development which are taking place throughout the
country. Dr. Bernard Watson, Vice President for Administration, Temple
University, has indicated that you would be a valuable resource in this
connection.
Would you please forward to me any information relative to what has been
done regarding selection process and staff development of administrators?











THE OHIO STATE UIVIVERSITY
August 2, 1977
Ms. Hortense G. Evans
Apartment 7-A
4595 Washington Road
College Park, Georgia 30349
Dear Ms. Evans:
Please excuse the lengthy delay in my response to your July 11
letter, I have been heavily involved in the desegregation of the
Columbus Public Schools and have had to delay correspondence,
I wish that I could be directly helpful to you in regard to your
dissertation, I have one suggestion only to share with you. The
St. Louis Public School System has been utilizing the "decision semi¬
nar" as an important tool for staff development and planning, I am not
sure that it qualifies as a model program for black administrators but
it is an exceptionally unique approach to simultaneously improving
human performance as well as achieving planning objectives. The deci¬
sion seminar is based upon a theoretical formulation developed by
Professor Harold Lasswell. Ms, Doris Randolph, 911 Locust Street, Deci¬
sion Seminar Program, St. Louis Public Schools, St. Louis, Missouri
63101, could give you some information about the St, Louis seminar
utilization. She may even be able to supply you with a recent evalua¬
tion of six months of experience,
1 am enclosing a brief paper called "The Decision Seminar as a
Practical Tool." I am also enclosing a brief description of the deci¬








Dictated but not read
College of Education Faculty of Educational Administration 29 West Woodruff Avenue , Columbus.Ohio 93210 Phone(6l4)422-25'4
ARTHUR JEFFERSON
GENERAL. SUPERINTENDENT OF SCHOOLS
DETROIT PUBLIC SCHOOLS CENTER-S057 WOODWARD AVENUE
DETROIT, MICHIGAN 48202
August 3, 1977
Ms. Hortense G. Evans
4595 Washington Road, Apt. 7-A
College Park, Georgia 30549
Dear Ms. Evans:
This is in response to your request concerning selection and staff
development of administrators.
For some years the selection of administrators for the Detroit Public
Schools has been part of an elaborate appraisal procedure policy.
Essentially, the policy requires that administrative and supervisory
positions be filled on the basis of open competition and the
establishment of eligibility pools.
The eligibility pool process requires that positions are announced
and applications reviewed and screened by the Office of Personnel.
An Appraisal Committee is then appointed to review credentials of all
qualified candidates and present recommendations to the General
Superintendent.
The Appraisal Committee usually conducts a personal interview with
each candidate prior to making its final decision. It is further
required that eligibility pools must be representative with respect to
the race and sex of eligible candidates as openings occur. Candidates
are selected from the appropriate eligibility pool, consistent with
Balance of Staff Policy. For your information I have enclosed a
statement which clarifies the Balance of Staff concept.
Your dissertation also deals with the staff development of administrative
personnel. There are many activities through which the school system
attempts to improve the performance of its administrators and
supervisors. Some programs have been developed in conjunction with
several universities, and the Division of Educational Services is charged
with conducting in-service training activities for administrators and
supervisors as well as other staff members.
Most recently we have been conducting Management Training Seminars for
administrative and supervisory personnel. We are currently in the
process of establishing a Detroit Public School Management Academy.
DETROIT PUBLIC SCHOOLS
OFFICE OF PERSONNEL
FRED MARTIN. EXECUTIVE DIRECTOR
5057 Woodward Avenue Detroit, Michigan 48202
Florence C. Jacoue, deputy superintendent
A UNIT OF THE
DIVISION or SUPPORT SERVICES
PHONE (313) 494-1862
September l6, 1977
Ms. Hortense G. Evans
4595 Washington Road
Apartment 7-A
College Park, Georgia 30349
Dear Ms. Evans;
Please forgive the delay in this response to your request concerning
personnel practices of the Detroit Public Schools.
Enclosed is a statement that generally outlines promotional policies
currently in practice in our school system.
I trust the information is helpful to you, and in the event I can
be of further service, please do not hesitate to contact us.
FM;bc
Enclosure
Norman V. Fuqua, executive deputy superintendent
Arthur Jefferson, general superintendent of schools
-2'
It should be recognized that we can only give limited discussion to
the dissertation topic you have chosen in a communication of this type.
I have attempted to highlight the basic policies and procedures
relative to selection and training of administrative staff.
If you require more comprehensive and detailed information, I suggest
you contact Mr. Fred Martin, Executive Director, Office of Personnel
who, I am sure, will be willing to assist you.
Please accept my appreciation for your interest in the Detroit Public
Schools and I extend my best wish ' Program.
Arthur Jefferson
cc: Mr. Fred Martin
Enclosure
CITY OF BALTIMORE
WILLIAM DONALD SCHAEFER, Mayor
DEPARTMENT OF EDUCATION
DEPUTY SUPERINTENDENT
PLANNING. RESEARCH AND EVALUATION
3 East 2Stb Street
Baltimore, Maryland 21218
August 18, 1977
Ms. Hortense G. Evans
4595 Washington Road, Apt. 7-A
College Park, Georgia 30349
Dear Ms. Evans:
Enclosed is a copy of the Outline of Procedures for Identification
and Selection of Administrative and Supervisory Personnel from the Balti¬
more City Public Schools. This is being sent in response to your recent
request for information on the selection of administrators for your
Doctoral Dissertation.




Baltimore City Public Schools














From: Doris Randolph, Thomas Hoerr
Re: Issues Seminar Evaluations
Enclosed please find the copy (ies) of the St. Louis Public Schools' Issues
Seminar Evaluation.
Thanks for your interest. We hope it will be valuable in your efforts at
initiation or continuation of the seminar concept.
We are available to answer any further questions regarding the St. Louis ex¬
perience. Please contact us or Robert E. Wentz, Superintendent at 314- 231-
3720. If you would like i.o visit and observe the seminar in action, please
contact us for a schedule and arrangements.
Hope you have a successful yeari
O-pproacA e/ c/
’3'7^£l. As
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